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IDENTIFIERS 
ABSTRACT 

In its 1986 regular session, the 49th Legislature of 
the State of Washington enacted legislation related to the day care 
needs of State employees. This report >/as submitted to satisfy the 
legislation's requirement that the Higher Education and State 
Personnel Boards study their governing statutes and administrative 
rules, coordinate their efforts, and submit to the Legislature a 
joint r3poy*t containing the results of their work. Contents provide: 
(1) the text of Engrossed House Bill No. 1656, codified as RCW 
41.04.385 RCW; (2) background information; (3) a summary of findings 
and recommendations; (4) con;jerns expressed by employees and 
representatives of labor organizations and findings of a survey of 32 
State agencies concerning provisions, practices, and proposals; and 
(5) conclusions from the input and findings with recommendations for 
improved practices. (RH) 
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Tn its 1986 regular session, the Washinaton State Legislature passed 
MB ^56 (codified as RCW 41.04.385 RCW) relating to day care needs of 
IKti «D oSes This legislation required the Higher Education and 
SKel'Boards tostudy thelTgovemlng statutes and admlnis- 
JSJlvS^^lSrind tb coordinate and submit a joint report to the 
.Ilflutlw contalninc the results of these studies. This report is 
sSffittS to tll^^LSgUlitSre to satisfy that legislative requirement. 

Questions or coonents regarding this report may be directed to aiv of 
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BACKGROUND 



Legislation 

The Legislature. In Its 1986 regular session, passed EHB 1656 (codified 
as 41.04.385 RCW) dealing with state employee child care issues, in 
that legislation, the Legislature stated that: 

-(1) dewwraphlc. economic, and social trends underlie a cTltlcal 
and IncrSsIng demand for child day care In the State of Washington; 
m iorklna Srents and their children benefit when the employe**:' 
chn^Sr^nSS iSvJ been resolved; and (3) the State of Washington 
should serve as a model eiiployer by creating a supportive atmosphere, 
tothe extent feasible. In vTnlch Its employees may meet their child 
5iy care needs. The Legislature finds further that resolv ng 
employee child day care concerns not only benefits the employees 
and their chlldrw. but may bene. It the eaployer by reducing absen- 
teelSM. Increasing employee productivity. Improving morale, and 
ITA the employee's position In recruiting and -^f "^JJ^ 
employees. Therefore, the Legislature declares that It Is the 
ool cyof the State of Washington to assist state employees by 
iJeat^nTa^PPortlve atmosphere In which they may meet their child 
day care needs." 

This legislation required the Higher Education and State Personnel 
Boards to study their appropriate statutes and the rules adopted to 
?JSlSen? tSmin orderto Identify areas where state law and adm nis- 
trative rule could be modified to recognize the Importance of child day 
aSd^o crSte a supportive atmosphere In which state efnployees niay 
mtx their child day care needs. 



Methodology 

1. Higher Education Pe-^onnel Board 

The Higher Education Personnel Board's (HEPB) study involved a 
twofold Ipproach. The state's twenty-nlne higher education inst - 
tutlons provided Input relative to current practices and potential 
Sle Svlslons through their responses to the child care issues 
«r5«^uest1onna1re: A meeting between HEPB staff and interested 
SrtSs provided employees with an opportunity to express their 
concerns. 

2. State Personnel Board 

To carry out the legislative mandate, the State Department of 
Personnel also used a two-fold approach. (1) An extensive chi.d 
c^e islues siirv^ questionnaire was mailed Jo forty C^vil Service 
agencies for t\mir perspective and Input; and (2) 'brown-bag 
discussion sessions were held with state employees on Capitol 
Campus In order to gain employee input. 
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SUMMABY OF FINDINGS AND RECOMMENDATIONS 



Thm folloidiig Is a brlsf raamary of the legal provlslotis, Inatltuclons' 
practices t and eatployee conslderaclons relating to accomodation of state 
eaployees' child day care needs. Proposed nodlficatlons to Higher Education 
Personnel Board (HEFB) rules and other reconendatlons are also Included. The 
rule modifications are covered in greater detail In the Conclusions and 
Racemendations section of thij report. This suanary pertains only to those 
institutions and Mployees under the Jiurlsdictlon of the Higher Education 
Personnal Board as authorized in state higher education personnel law. Chapter 
28B.16 RCV. 



JJUm FOR PURPOSES REUXIHG TO CHILD CARE 

HEPB rules contain provisions idiich allow employees to xise vacation leave, 
sick leave, and leave of absence without pay for child care purposes. As 
written, die current rules allow the institutions a substantial degree of 
independance in the administration of rules. In practice, some institutions 
are more flexible dun others in rule interpretation and application. It is 
proposed that rules be modified to ensure more equitable and consistent 
treatment of employee. 

Seniority does not continue to accrue during a leave of absence without pay 
for matemi^/child care purposes. Most institutions are opposed to any 
changes in tbm current provision for seniority accrual. 

The economic situations of mazqr institutions preclude allowing all employees 
to iirtersperse a leave of absence w thout pay with vacation leave and sick 
leave in order to remain in pay status and therefore continue health care 
coverage. It is recoamendad that the Legislature provide funding to allow 
health care coverage to continue at the institutions' expense for all 
employees on unpaid leave for maternity/child care purposes. 



REEMPUnSfENT OF PERSONS WHO RESIGN FOR CHILD CARE REAlSONS 

All former employees who have terminated for axqr reason are treated the same. 
Rules do not provide for a special reemployment eligible list, and if 
reemployed, seniority is not reinstated for individuals t^ho have terminated 
employment for child care reasons. Most institutions stipport existing rules. 
Changea to the current proviaions are not propoaed. 



JOB SHARING AND PART-TIME EMPLOYMENT 

HEPB tul^B contain proviaions for part-time employment but do not explicitly 
addreaa Job aharing arrangements. Both part-time and shared positions do 
exist among classified employees. Part-time poaitions and Job sharing 
arrangements result in increaaed coats to the institutions. The cost of 
employer paid Inaurance benefits remaina constant whether an employee works 
twenty or forty hours per week; i.e. each twenty hour employee receivea full 
benefits, thereby raialng the institutions' expenses. Therefore, institutions 
are leaa likely to approve of auch positions. Staff will propose rules to 

i 
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MddfmM job sharing. It it rscoiBandad that the Legislattxre provide funding 
to inatitationa to provide for the increaae in costs. 



FLDC-TIMB AHD FLEXIBLE WORK PL4CE OPPORTUNITIES 

41.04 RCV dirMta ctate agenciea to utilize flexitime schedules to the maximum 
extsnt poaaible. Several Inatitutiona have established policies &nd 
ii^loMnted fiex*tlma schedules where feasible. Flexible work place options 
are not eurrantly offered to eiqiloyees. However, some institutions did 
indicate that such a concept may be applicable to a limited number of 
positions. Further atu^ of the feasibility of flexible work place options 
majr bo appropriate atr thoaa ihstitutions . Staff will propose that flex* time 
schedules and flexible work place opportunities be addressed in the rules to 
encourage gteatir utilisation. 



INFORKAtldH AND ftEFEKRAL SERVICE 

Some inatitutiona are able to provide child day car^ information and referral 
on sn infotmai baais. Othut institutions indicate that community soiirces 
appeared to ba adequate in meeting employee needs. Institutions do not have 
the necessary resources available to develop information and referral 
services. 



CHILD DAT CARE CENTERS 

Twenty*fiv^ child cate centers are located on state university and college 
campuses. Approximately fourteen of these centers offer services to employees 
on a space*available baais. It is recommended that where appropriate, 
facilities be expanded to allow for more employee utilization. 



COHHDNICATION OF PROVISIONS 

There is no uniform method uaed to ensure that all employees and management 
personnel are fully informed of rule provisions and policies which relate to 
working parent concerns. HBPB staff will eusure that pertinent rules are 
identified as such in the HEPB rulea Index. 

Good personnel practices would indicate the need for institutions to 
methodically disseminate all applicable information to personnel through 
written materials and informational seminars where appropriate. This 
information might also include a listing of any community child care 
information and referral services available. 
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SUIflARY OF FINDINGS AND RECOMMENDATIONS 

The following Is a brief sunnary of the legal provisions, agency practices, 
and employee considerations relating to accommodation of state employees 
child day care needs. Suggestions for further action are also Included. 
This juimiary pertains only to those state agencies and employees under 
the jurisdiction of the State Personnel Board as authorized In 41.06 RCW 
and Chapter 356 MAC (the Merit System Rules). These conclusions are 
discussed In greater detail In thp Conclusions and Recommendations Section 
of this report. 

A. UAVE FOR PURPOSES REUTING TO CHILD CARE 

The Merit Syston Rules contain several provisions allowing paid and 
unpaid le*ve to be taken by employees for child care reasons. As 
enployers, agencies tend to be quite permissive In granting leave- 
without-pay (L\<OP) for child care reasons. However, there Is 
considerable Inconsistency among agencies In the granting of paid 
sick leave for child care purposes, particularly when used In 
conjunction with IW~ 

It Is recawnended that the Merit System Rules be revised to clarify 
the conditions under which paid sick leave may be used for child 
care reasons, particularly for use in conjunction with child care 
IMOP. Such a change should reduce the potential of Inequitable 
treatment of employees across agency lines. 

Other findings show that employees on LHOP for child care reasons 
(i.e., maternity /paternity leave) do not necessarily receive Insurance 
benefits nor do they accrue seniority credits. Almost all agencies 
allow anployees to use at least one day of paid leave per month 
during LWOP in order to retain Insurance benefits. Agencies are 
divided on the question of whether seniority should continue to 
accrue during such LUOP. 

B. REEMPLOYMENT OF EMPLOYEES WHO RESIGN FuR CHILD CARE REASONS 

Bnployees seeking reemployment with the state after resigning for 
child care reasuns are treated no differently than others who seek 
reemployment. Also, if such employees are reemployed, their senio"ty 
is not reinstated. Most surveyed agencies voted against the establish- 
ment of priority reemployment rights for former employees who 
resigned for child care reasons. Approximately one-half felt that 
seniority should ;jot be reinstated if the employee returns to work. 

C. PART-TIME EMPLOYMENT AND TANDEM EMPLOYMENT (JOB-SHARING) 

The Merit System Rules clearly allow for part-time and tandem 
employment. Most agencies indicate flexibility in allowing such 
working arrangements, but have no fomal policies concerning such 
use. The use of tandem employment is not nearly as widespread as 
part-time employment. 

o 1 
ERIC 1 1 
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FLEXIBLE VfORK SCHEDULES (aEX-TIME) 



The Merit System Rules and RCU 41.04 require agencies to develop 
appropriate flex-time work schedules. Most agencies have such 
policies and a large nunber of employees use flex- time. No change 
In current provisions Is recommended. 



E. FLEXIBLE WORKPLACE 

There Is no specific mention of flexible workplace In the Merit 
Syste:< Rules, The few agencies using such an option do so on a 
very limited basis. 

Specific provisions In the Merit System Rules for flexible workplace 
might encourage creative and Increased use. Also recommend that 
the viability and cost/benefit of flexible workplace utilization be 
further studied. 



F. COMMUNICATION OF PROVISIONS AND POLICIES 

There are no uniform, regular means by which all employees and 
supervisors are fiilly Informed of the provisions existing In statute 
and njles for accommodating working parents' child care concerns. 
Recommend that the Department of Pesonnel design explanatory brochures 
or other written material to be shared with all employees on a 
routine basis, fhese might be supplemented by Informational seminars 
as appropriate. 



6. INFORMATION AND REFERRAL SERVICES 

There are no provisions In the current system for referral services 
for employees looking for day care providers. This Issue was net 
specifically addressed by the agencies nor employees responding In 
this report. More thorough research Is recommended. 



H. EMPLOYER-SPONSORED DAY CARE FACILITIES OR DAY CARE SUBSIDIES 

A self-supporting day care center for children of state employees 
was established In RCW 41.04 as a pilot project. The center* is 
located on the capitol campus with a very limited capacity of Z9 
children. Recomwnd expansion of center. 

Agencies and employees offered connents in support of providing 
more day care facilities for employees' children and/or subsidizing 
day care costs* perhaps in the form of a cafeteria benefit. Payroll 
deductions for day care costs was also mentioned. 

Thorough research of this issue was beyond the scope of this study. 
However, the comments received are included in the main body of 
this report. 

ERIC lS 
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PROVISIONS/FRACTICE S/PROPOSALS SURVEY 



All twenty-nlM itutte higher •ducatlon Initltutlons responded to e su v^y 
queacloimeire which re<iu«aced Input on several Higher Education Personnel 
Board (HEPB) rules related to .rorking parent concerns. The level of top 
aanageoent involved In the preparation of siirvey responses varied from 
Institution to Iratltutlon. 

The followlag aunnarlzes the current provisions of applicable HEPB rule* 
(Title 251 WAC); the Institutions' practices in administering these rules; and 
the institutions' responses to proposals for rule modifications. A 
representative sampling of the institutions' comments are Incluaed where 
appropriate . 



MATERNITY LEAVE 



Rules 

2S1.22.070 VACATION LEAVE- -USE . 

(1) Vacation leave may not be taken until an employee has completed six months 
of continuous eoployMnt. An employee bringing an accrued balance from 
another state agency may use the previously accrued vacation leave durlrg 
the institutional probationary or trial service period. 

(2) All requests for vacation leave must be approved by the employing official 
or deslgnes in advance of the effective date. 

(3) Vacation leave shall be scheduled by the employing department at a time 
most convenient to the work of the department, the detemlnation of which 
shall rest with the employing official. As far as possible, leave will be 
scheduled In accordance with the wishes of the employee in any amount of 
the total of his/her earned leave credits. 

(4) Paid vacation leave may not be used in advance of its accrual. 



251.22.110 SICK LEAVE. .USE . 

(1) Sick leave shall be allowed an employee under the following conditions: 

(a) Because of and during Illness, disability or injury which has 
incapacitated the employee from performing required duties. 

(b) By reason of exposure of the employee to a contagious disease during 
such parlod as attendance on duty would jeopardize the health of 
fellow employees or the public. . . 

(c) Because of emergencies caused by serious Illness in the Inmef'late 
faaily that require the employee to provide immediate necessay care 
of tha patient or to aake arrangements for extended care. Imaedlate 
family shall be as defined in WAC 251-22-112. The personnel officer 
may authorize sick leave use as provided in this subsection for other 
than lamdiate family. The applicability of "emergency." -necessary 
care" and "extended care" shall be made by the personnel officer. 

(d) Because of a deatl* in the immediate family of the employee that 
requires the ar^istance of the employee in making arrangemencs for 
intetaent of 'Ae deceased. 

(e) For tha purpose of medical, dental, or optical appointments, if 
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Arranged In advanced vith th« Miploylng official or designee. 
(2) Sick leave may be graatad for condolence or bereavement. 
2S1>22>11 1 SICK LEAVE^^RKPOMING-VERinCATION . 

(1) Eoployeea shall report Illness or disability to the Inmedlate supervisor 
at the beginning of any period of sick leave and dally thereafter unless 
prearranged. 

(2) Upon returning to work, the enployse may be required by the employing 
official to sub:Ut a written statement or medical certificate explaining 
the nature of the disability. 

251>^2>115 HATEBHITY LEAVE . 

Maternity leave shall be granted for the period of time that a woman Is sick 
or temporally disabled because of pregnancy or childbirth. Accrued sick 
leave may Se used during the temp;irary disability resulting from pregnancy. 

251>22>200 LEAVE OF ABSESCE WITHOOT PAY . 

(1) Leave of absence without pay may be allowed for axsy of the following 
rt^c^ua: 

im) Conditions applicable for leave with pay; 

(b) Maternity leave; 

(c) Educational leave; 

(d) Leave for government service in the public Interest; 

(e) To accommodate annual work schedules of employees occupying cyclic 
year positions as specified in VAC 25»1*18-381. 

(2) Re<iuests for leave of absence without pay must be submitted in writing to 
the employing official or designee and must receive the approval of both 
the employing official and the personnel officer. 

(3) Leave of absence without pay extends from the time an employee's leave 
commencea until he/she is scheduled to return to continuous service, 
unless at the employee's re(iuest i employing official and the personnel 
officer agree to an earlier date. 

(4) Vacation leave and sick leave credits will not accrue during a leave of 
absence without pay which exceeds ten working days in axxy calendar month. 

(5) A classified employee taking an appointment to an exempt position shall be 
granted a leave of absence without pay, with the right to return to 
his/her regular poaitlon, or to a like position at the conclusion of the 
exempt appointment; provided application for return to classified status 
must be made not more than thirty calendar daya following the conclusion 
of the exempt appointment. 

.31>22^210 L^Vff OF ABSEWCE^^DDRAnOM . 

Laave of absence without pay ahall not exceed twelve months except for 
educational leave which may be allowed for the duration of actual attendance 
and leave for government service in the public interest. Leave of absence 
without pay may be extended for an additional twelve months upon signed 
request of the employee and signed approval of the employing official or 
designee and the personnel officer. Additional leave of absence without pay 
may be approved by die personnel officer. 
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251^22-220 LEAVE OP ABSENCE- -EMPLOYEE RIGHTS . 

Eaploy«M ntumixig iron an authorized leave of absence shall be employed in 
the aar% position or in another position in the same class in the same 
geographical area and organizational tmit, providing that such reemployment is 
not In conflict vith rules relating to reduction in force. 



Stmnary of Institutions^ Practices 

In accordance with WAC 2S1-22-115* institutions grant maternity leave for the 
time period that a female employee is sick or temporarily disabled due to 
?regnanqr or childbirth. Use of accrued sick leave is authorized for the 
duration of the disabillQr period. If rja employee has not accmed sufficient 
sick leava, vacation leave and leave of absence vlthout pay may be authorized 
for maternity leave. If an employee desires additional time off beyond the 
period of disability, uae of accrued vacation leave or leave of absence 
without pay may be granted on the basis of th« eiq>loying department's ability 
to maintain effective operations during the employee's absence. 

With one exception, survey responses indicate that institutions limit the 
duration of sick leave uae for maternity leave only by the amount of sick 
leave accrued; according to the attending physician's written recoaiMndatlon; 
or to six weeks t unless the attending physician certifies that additional time 
is required for recovery. One institution stated that sick leave \ise is 
normally limited to two weeks. However, if the employee believes this to be 
an inadequate time period for recovery, additional sick leave usage is 
authorized. 



Survey Question 

Vould your institution support a rule change to allow employees to use all 
accrued sick leave droring niatemlty leave absent any disability or illness? 



UW & WSU 

Other 4 Year Institutions 
Community Colleges 



No Yes No position 

2 

3 1 

17 3 3 



A sampling of the institutions' comments follow: 

Sick leave is Intended to provide a protection against illness, injury, 
and/or other disabling conditions. To expand its usage to cover 
non-disabling situations may leave its intended purpose uncovered. Also, 
lengthened sick leave usage extends the period of time the college must 
either: (1) make-do with temporary help (normally there are no funds for 
this) , (2) put extra load on other employees (although glad to help out 



Mr 

Approximately 66% of all classified staff are employees at the UW and WSU. 
The balance are roughly equally divided between the other 4 year institutions 
and community colleges. 

3 



ERLC 



for th« shprc run, thfy b«gtn to r«sent it over tlna). or (3) curtail 
a«rvic«4 wnti; th«i MiployAo on maternity laava returns. None of these are 
d^a^rafclle alcanuit^vaa , 

Mlojrtng a c^ft«in claa'v of eoplayeea to use sick leave absent any 
.'ls4|t)iUty or iUn«^« M <U»crimin«tory. 

Thi« «qml(l peceaaitate a policy which woul{| al^ow fathers to use accrued 
•l*"!? Iffva In ^utarnlty leave situations. 

Yea, hut the Ifngtfa pf tiM away fron the 40b should l)e a consideration. 
Just because aoMone ha« 12p days of sick leave doesn't nean a leave of 
that len|t^ if Justified. 
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SEHIORITY ACCRUAL DURING UNPAID LEAVE 
Rules 

NoiM applicable. Hovavar* HEFB rules provide that leaves of absence without 
pay scheduled for cyclic year positions shall be included when calculating 
layoff seniority for these employees. That ti&e spent on a leave of absence 
irlthout pay for materxitty/child care purposes is not credited towards 
seniority accrual. 



Suaaary of Institutions* Practices 

Not currently an institutional practice. 



Survey Question 

Would your institution support a rule change to allow accrual of seniority 
during unpaid aatemlty leave? 



UW & WSU 

Other 4 Year Institutions 
Conmunlty Colleges 



No Yes No position 
2 
4 

13 6 4 



A sanpling of the institutions' comments follow: 

Before we add or modify rules to provide additional benefits to maternity 
situations t the entire paid leave and leave without pay philosophy and 
concept should be reviewed. 

No. Failure to provide all employees with such an opportunity would be 
tantamount to discrimination. 

No. All leaves of absence without pay should be treated the san.e. 

If seniority were allowed to accnie during maternity leave, a maximum of 
three months leave without pay wotild need to be established as a limit. 
An analysis of the impact of child care on retirement credit would need to 
be completed. Changes in the retirement niles to allow for child care 
credit would be needed. 

Yest If there is a reasonable limitation on the length of maternity leave. 
I would think for someone who intends to maintain employment with en 
agency thmt 90 to 120 days should be sufficient for maternity leave. I 
probably wouldn't quibble over six months. Under these circumstances the 
accrual of seniority is acceptable. 



ERLC 
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iSrCK LiSAVE USE FOR CHILD CARE EMERGENCIES 



25i>22-il& SICK LEAVE— USE > 

(1) Slefc l%m7% shall b« allinrad an employee tmder the following conditions:. 

(a) kaeause of and dkiring' illness, disability or injiiry which has 
Ihcapacltated t:he eaq>ioyee from per^ontlhg required duties. 

(b) By reiiiMi bf exjpoauri of tile eoployee to a contagious <ilsease during 
subb perlbd as attendahci on <tuty iroul'd jeopardize the health of 
felloe M^loyaM 6t tHi public. 

(c) Baeaiisa of eiMrgiMiciis bAused by seridiis illness Ih ^e Immediate 
tmbilj tiiat re^tulri the enplbyee to provide iamedlate necessary care 
of tin pAfclAnt or tb sake arrangettants fcr extended care. lunedlate 
riiily iliall ba as defined In JTAC 251*22*ll2. The persbmiel officer 
fany autiiorize aick leave use as pirbvldbd in this subsection for other 
dian iMedlata fiaily. The appllcabilltjr of "emergiklcy; " "tiecessaty 
eara^ ind *ttctendad i^e" shall be nade by thi persbiulel bf fleer. 

(A) itoeausi bf a dbatil in the imedlatd family of the bmployee that 
rbquirea the assistance of the employee In m^dng arrangements for 
intariaht bf die dbcaaied. 

(e) Fbr tlia f^iitpbse of medical » dental, or optical appblntments , If 
arrangad Izl advanced with the employittg offitlal or designee. 

251-22-111 SICK tEfeVE>-RE^TIllG>>VigRIFICATION . 

(1) Emi^loyees shall report Illness or disability to the immediate supervisor 
at the beglnnliig of iny period of sick leavs md dally thereafter unless 
pre Arranged. 

(2) irpon returning to «ork; the employee may be re<iuired by the employing 
official tb submit a written statement or medical certificate explaining 
the natiire of the disability. 

231-21^112 BEREAVatetrr^LEAVE . 

Sick laave In addition to -that as provided in VAC 251*22*100 shall be granted 
fbr barasvbmiiife as fdilowa: 

(1) One day of beraavemant leive shall be granted for each death in the 
iinadlata family. Bereavement leave may be extended to A maximum of 
three dAyi with the approval of fche employing official and the 
persbnnal officer; 

(2) For the purposas bf &is rule; thu immediate fsMily is defined as 
mddier* faiiiari sister, brother, mother* ih* law; father* in* law; 
biisband, wife, children, grandparents, and grandchildren. 



Summary bf thstitutibtta * Practices 

In aecordahbe with VAC 251*22*110(1) (b); institutions allow employees to use 
sick leavb when a child's serlbtis illiiess causaa the employee's absence from 
wbrk. ilaspohsas td the follbwing survey question indicate that some 
institutions are mbre flexible In the application of this rule than others; 
i.e; the conditioha under which leave is grahted snd/br the period of time for 
which it la granted varies between institutions. 



Survy Qu»»tlon 



How dOM your Itutltutlon i^pply VAC 251*22*110(1) (c) to allow sick leave use 
for child care eaergeociea? 

A aanpling of the Instltutlona ' comaents follow: 

- The interpretation and application of VAC 251*22*110(l)(c) at the present 
tiae is a judgment of the eoployee's supervisor. Since these are very 
short tera absences, they are handled by supervisors as other requests for 
sick leave. Va do not currently have an institutional policy as to what 
constitutes "eaergencies." 

Frankly » we soaatlaes turn our heads to what we know to be infractions of 
the rule's stated provisions. The mle says sick leave may be used for 
"tMrgeneies caused by serious illness in the innediate family that 
re<iuire the employee to provide immediate necessary care cf the patient or 
to make arrangaments for extended care." There is no real way to police 
whether we are dealing with emergencies. 

Such use of sick leave is limited to one day per occurrence of a child's 
illness. If an e^loyee requires mor^ tiae off, vacation leave may be 
used. 

Employing officials are given leeway to determine when an employee will be 
granted sick leave to care for an ill child. We have not encountered any 
abtise of this practice. 

After die employee informs his/her supervisor of the nature of the 
emergency, he/she is tisually granted from three to five days of sick 
leave. 

If the request is for an extended period of time, a physician's statement 
is required. 

Permits the employee to use sick leave for child care emergencies for 
short period of time only. Maximum of two days. 

When a child is sick or has a physician's appointment, verification is not 
always required but may be. 

Sick leave usage is allowed when an employee's child is ill does not 
allow sick leave for child care unless child is ill. 

Use of sick leave is not permitted for child care emer^^encies (such as a 
babysitter's not showing up). This must be charged as annual leave, 
subject to the department head's approval, or as ViO?. An employee may, 
however, use his or her sick leave for sick child care emergencies. 
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Survv Qusstlon 



Should VAC 2S1-22-11Q ba revised? If so, in what way? 



No 
1 
2 

16 



Yes 



No position 



UW & VSU 

Other 4 Ye^r Institutions 
Coapunity Col^egns 



1 
1 
S 



1 
2 



A saiqiling of ^hm institutions' commnts follow: 

As it now reeds, the rule has been both general enough and specific enough 
to allov adainistration to treat employees fairly. 

We do novn see the necessity for a revlsiop. It seems to have enough 
flaxihility to meet the employee fs and the institution's needs. 

No. Ths rule accoiMdaces the needs of employees and falls within 
guide).lnes for sound and reasonable personnel managei&ent practices. 

Yes. To allow for the use of sick leave /or non- illness related 
emergencies, including child care emergencies. 

Yes. The language has the potential for presenting problems in equity 
from unit to unit or college to college. 

Yes. Need to clearly define use of sick leave for other tojflly members' 
illness. 

It could state sore clearly whether and/or to what extent an employee may 
use sick leave to stay home with a non- seriously ill child. 

The current annual end sick leave provisions could be abolished axul 
replaced with a Personal Leave concept which does not differentiate 
between absences for illness or vacation, but instead accepts the fact 
that omployees have a right to be wmy frop their jobs for a given amount 
of time if they have secured advance approval (oxcept in the case of 
emergency). Those blessed with good |iealth may have more vacation time 
available. Those wl^ sick children need not be tempted to c].alm personal 
illness in order to ({ualify for sick leave; it wouldn't natter who was 
sick - Personal Leave would simply be charged and the accrual reduced 
accordingly. Distinctions between tbm proper use of sick or annual leave 
would become unnecessary. The total leave accnied under such a plan 
should probably be less than the total available now because there would 
be mate ready accsts to it* 
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CONTmUATION OF SEIB BENEFITS 
251*22-200 LEAVE OF ABSEHCE WITHOUT PAY , 

(1) Lmv« of absence irlthout pey may be allowed £or any o£ the following 
reaeona: 

(a) Condi tlona applicable for leave with pay; 

(b) Maternity leave; 

(c) Educational leave; 

(d) Leave for govemnent service in the public interest; 

(e) To aeeooBOdate annual work schedules of eoployees occupying cyclic 
year positions as specified in VAC 251*18*381. 

(2) Requests for leave of absence without pay oust be subaitted iii writing to 
the employing officiml or designee and oust receive the approvi.'l of both 
the employing official and the personnel officer. 

(3) Leave of abaence without pay extends from the time an esq)loyee's leave 
commencea until he/she is scheduled to return to continuous service, 
unless at die M^loyee'a request the employing official and the peiTzc^nnel 
officer agree to an earlier date. 

(4) Vacation leave and sick leave credita will not accrue during a leave of 
abaence widiout pay which exceeds ten working days in axqr calendar month. 

(5) A clasaified employee taking an appointment to an exempt position shall be 
granted a leave of absence without p :y, with the right to return to 
hia/her regular poaition, or to a like position at the conclxtsion of die 
exempt appointment; provided application for return to classified status 
muat be made not more than thirty calendar days following th^ conclusion 
of the exM^t appointment. 



Summary of Institutions' Practices 

There is considerable inconsistency among institutions in alloKxng use of 
vacation leave and sick leave i.Ai conjunction with a leave of absence without 
pay. 



Survey Question 

While on leave without pay for family medical situations, are employees 
allowed to intersperse vacation leave or sick leave to be in pay status and 
therefore continue SEIfi benefits? 



No 

2 
3 
7 



Yes 



No position 



UV & VSU 

Other 4 Year Institutions 
Community Colleges 



1 
15 



1 
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saopllng of thft InstiCudons' conments follov: 

Employ*** aro allowed t.o bo In pay status to contLiae SEIB benefit while 
on leave without pay* 

Ve ha?/e done this In a number of Instances where we felt It was 
appropriate* 

We have dealt with cases on an ad hoc basis to provide SEIB benefits. 

In some situations, this may occtu:. If the leave without pay is for a 
lengthy period, self-pay requirements may be imposed. 

Yes, employees are allowed to use vacation leave for a maxinwm of three 
months for a period of leave without pay with a specif 1 snding date. 

Only personal holiday may be interspersed. 

It has been tb% unofficial policy to allow tnis practice under extenuating 
circumstances as determined by the Personnel Officer. Obviously, we would 
want to ba reasonable in providing an opportunity for employees to 
continue SEIB benefits. 

No. As much as possible manlptilation of leave to obtain employee benefits 
auch as SEIB benefits, leave credits, holiday pay, and the like is not 
permitted and is controlled by 1) not granting leave without pay if an 
employee has applicable accrued paid leave available and/or 2) defining a 
period of leave without pay as the time the employee leaves work (or the 
employee's paid leave is exhausted) until the employee returns to work. 

No. It is a frequently recurring request, but we believe it is an 
unwarranted exploitation of SEIB rule irtiich says that if an employee is on 
pay status for one day in the month, the institution must pay the premium. 
It is also a violation of HEPB rules. In addition, it would take a 
hundred dollars of paperwork and administrative time to process the 
changes of status for each transaction. 

No. In 1985, an employee requesfcd to be on leave without pay status, 
except for the usage of one day per month to maintain tt*surance benefit 
coverage. Ac that time we called the SEIB office for a determination and 
we were advised that employees could not intersperse leave accrual for 
thii parpose. 

No. Employees always make the request but the best deal we give them Is 
to structure their leave of absence in such a manner that they get 
coverage on their first and last month of leave. 
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REEHPLOYMEBT OPPORTUNITIES FOR FORMER EMPLOYEES 



Rul#» 

HoM appllcabU. How«vtr, HEPB rules provide that eligible lists be used for 
filling classified position vacancies in the order of priority as listed 
below: 

Institution-vide layoff list 
Organizational xmit promotional list 
Institution*ifide pronotional list 
Special eaployaent program layoff list 
State*¥ide Uyoff list 
Interinstitutional employee list 
Intersystem employee list 
Open competitive list 



Summary of Institutions' Practices 

A reemployment eligible list does not exist for persons who have terminated 
from service. Open competitive examinations are opeii to all persons vfao meet 
the minimum qualifications for the class. Persons previously employed would 
clearly have a distinct advantage over other open competitive candidates due 
to their on-the-job experience. 



Survey Question - *Would yo\ir institution support creation of a new eligible 
list designation for employees who resign for child care reasons to allow them 
priority reemployment opportunities? If so, over what existing eligible lists 
should this list be placed? Under what conditions should former employees 
have access to this register? 



No Yes No position 

Utf & VSU 2 
Other 4 Tear Institutions 2 2 
Community Colleges 14 6 3 

Positive re^onses varied considerably, from placing such a list immediately 
above the open competitive list to immediately below the institution-wide 
layoff list and providing from one to three years access to the list. 

Negative comments included but were not limited to the following: 

Competent employees vho resign and want to be reemployed do not need 
preferential treatment. They would have the greatest chance of retxxming 
to e^loyment because of their excellent previous service. Those without 
stich a work history should not have preferential treatment, whether it's 
for child care or 9Xtf other such reason. 

«hy would those leaving for child care reasons be treated any differently 
from those who leave for other positive reasons (getting additional 
training t ^tc.)? 

11 
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• l^loyMS ;:«sign for maxty reMons. child cars being only one. Employees 

22«?fi.fL ""^^ orgwilzation need to consider the many 

raaiflcations ot reaigiuitlon. 

Survey Oueefion 

reemployed through the above conditions be allowed to 
reinstate their forser seuiprity (or some portion thereof) upon return? 

T1H » .«« position 
W & WSU 2 

Other 4 ye*y Institutions 4 

CooBuni^ CollAgp* 12 7 4 

A sanpliiig of the institutions' comments follow: 

- Ho. Paople teminate for ell sorts of good reasons. If seniority is 

5**f terminations-, it should be restored to others who 

texmlaate4 in good standing. 

■ ^1 aaniority reinstatement should be consistent for all employees. 

" "r^u^* current rules provide for a returning employee wo reinstate all 
of i*air sick leave balance within three years and to utilize previous 
service towards future vacation leave accrual. 

- It would sera that criteria for implementation would be a problem. 
Quaations of how it could be fairly applied where rights to retain jobs 
are involved yould be a major concern. 

" «542?™'^*^u -! '•■•■ployed, there could be some seniority 

privileges perhaps on a l.for.2 basis, but I would object to giving full 
seniority rights to any individual who quit work for any reason? 

- F«rhaps. but only after the employee satisfactorily completes a six-month 
probationary period. ^ r- » »"« 

- Yes. Pick up all seniority for time worked during employment (but not 
include tha leave without pay time) . o 7 v nou 
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JOB SHARING AND PART-TIME EMPLOYMENT 
251-01-270 PART->TIME EMPLOYMENT , 

Work of twmntj or mor« hours per week but less than full time employment with 
an understanding of continuing employment for six months or more. 



Suamary of Institutions' Practices 

Job sharing arrangements and part-time positions result in an increased cost 
of employer paid benefits. The cost of insxurance benefits is the same for 
both part-time and full time positions. A drawback for employees is the 
requirement to work at least ninety hours a month to receive retirement credit 
under PERS Plan 2. 

Data was unavailable for the number of employees working in part-time 
classified positions. A limited number of Job sharing situations exist among 
classified employees. 

The following were included in the institutions' comments on Job sharing 
arrangements: 

No separate records of Job sharing arrangements are maintained. There are 
probably no more than thirty such arrangements throughout the campus « 

Ve have no positions that are assigned as "shared positions"; we have 
people who have requested the opportunity to "Job share" and in those 
cases we have accommodated the requests. All employees were making the 
request becauae of child rearing considerations. 

The institution is less likely to approve of shared Jobs because of the 
additional cost in benefits. The benefits can, in lower pay! .ig Jobs, 
amount to 25% of the salary received. The benefits must come from some 
place . The usxtal place has been from student work study ho\irs or 
temporary employee's positions. 

Job sharing is a fine concept for employees, and in some cases, for an 
employing official. It is expensive since half-time employees receive the 
same medical and hospitalization program benefits as full-time amployees. 
It is difficult to find, at least in our budgets, an additional $167.00 
per month for each "Job*sharing" position. Job sharing also can be 
difficult because of "continuity" and "coordination" problems, especially 
in small offices or units. 

Our institution would be more supportive if (1) the additional employee 
benefit costs (e.g., insurance contribution, industrial insurance and 
imemployment taxes) were recognized and funded at the state lovel and (2) 
classified personnel rules (e.g., in selection, scheduling, layoff) were 
revised to allow the flexibility reqtiired of such arrangements. 
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FLEXIBLE WORK SCHEDULES AND WORK PLACE OPPORTUNITIES 
Bales 

None Applicable. 



SmMMtrv of Imtltutlom * Pr^ctlcag 

Tirtnty-£iv# Initltutloiw allow flex-Mme schedules to be intpleoented where 
departaent operationa penilt. Flexible work schedules seem feasible for some 
small inatituciotia dnly during the summer months when campus activity is at 
its lowest. 



Survey Questit n 

What problems, if any, have these flexible work schedules created for your 
institution? 



Comants from thosf institutions identifying problemjv were: 

The single minor problem is that occasionally units have too few vmployees 
available for efficient office coverage. 

The problem faced with the summer flex hovirs is that staff in some areas 
are not avai'^able when the need arises. 

Vi9 are a small placa and often we have some units with only one employee. 
That employee cannot receive the same treatment and flexibility as can an 
etqiloyee who is working in an office with several people to handle the 
public traffic* This has caused some resentment xn snitte offices. On the 
other hand, in offices where there is only one employee and the 
supervisor, employees have been permitted to bring newborns to work. This 
has caused resentment In the large offices that cannot permit such to 
occur. 



The problems that have sutfaced are several: 

a) FLSA requiros accurate record keeping of hours worked . A true 
flextime schedule ia single shift work uhits with one supervisor makes it 
difficult td monitor an employee's work activities. 

b) It is difficult to cover responsibilities and duties required of an 
office when it is not known when an employee will report to work or leave 
the workplace. 

c) FLSA's 'tacit* approval of overtime worked when an employee ^orks 
<'vertlme on his or her own initiative. 

d) Security problems. 

e) Allocation problems. 

S0&9 cypes &f problesM are: (1) Some jobs simply do not lend themselves 
to a flexible work schedule because it is necessary to cover a particular 
work station for a period of tlmsr e.g., switchboard, registr tion desk, 
etc. (2) Othmr emplcyeea resent having to accept less desirable schedules 
accommodate the n<teds of the employee with child care concerns. (3) 
The greatest genersl problem is matching institutional needs with 
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Individual vorkti naeda. 



Th« priiury probl^ns h«v» been In Che area of record keeping and 
reporting. However, these have not been significant. 

There are no Inata^es of classified employees utilizing flexible work place 
options. However, several Institutions believed that such options might be 
feasible for positions requiring extensive computer interaction. 
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UlitiJJ (MftZf GiUtSM iUlD IllFORKATlOR/IiEFERItAL SERVICES 



tiMta «r< timixtf-tivM child c«t« fadillcies locac«d on state tinlverslty and 
edlliga ettipU««*. Although th«s« child cars cancers were escablished 
ptiMMXilf tot stiidetkt ui«i apprcttliUtsl? foUrtesn denters enroll a limlcd 
tiMbmt 6f eaployeei' children as space peinalcs (In sone cases this Is only 
during stttier *onth^). 



Survtv Qfaiistldfl 

Vhilc is th« ^tMtial for dsi^«ldpitlg a child care Infomaclon/referral service 
at your izutifcutldfl? 

Si« insti&itiWis r«t>dtted that ent^loyees treqUlring child care 
IttfosiAtiotl/tiferral oiy be adslsced by child care staff or individual 
impaiUmntBi Meh as Ohild and Fttlly Studies P' lartment. Several 
liiscitueidfU itAted thAt eoMdtUttity tfOUrcea appeared to bi> adequate in aeetlng 
Miployee liieds. other dcMMetits included the following: 

- trv'd b« gl*d to ttake the itifotmation available to eisployees if It were 
ptoifided to Ust tfe do not have staff available to develop such a resource 
at this tifls. 

- th« ^otetitial Mdsts if there Is finding available. The present funding 
■Odels ftoa th« itate for regulat operational neceslltles do not allow for 
this tyjta df full ailtlloyee service without additional state funding. 

- to fdal die iiifdAial availability of iiifotnation from Early Childhood 
BdttdAtlOn ptograM itaff is adaqiiate for our enployee needs. Because of 
tiM ttilff tiae needid to develop and keep up-to-date a formal referral 
iatvicii. w would hot s»« iAat M feislble or needed for this campus. 

This dost tiot Meea td be 6f ft ctltlcal nature with our employees. After 
^syiMrtLili tha dftta available to us. out of approxlisately 170 full time 
eaqtldynesi im adeoullted for l2 children under the age of five. 

fispldyadi have a day6ar« toOBlttae seeking to deteriilne their daycare 
dt>ciihUi and. ta datetfltiiUi the feaftlbllley of beginning their own center. 
Ah lhibniation/r«fertftl service would be a part of their deliberations. 

A coftlieiM of cOiicertMid local orgaaizatlofis , Including the City of Tacoma 
and Pierce OMmty govttittwntSt havm^ been tteetltig with a long-rang« goal of 
•stablishittg ft Child 3ftrvie«s HitWork. As a first step, their September, 
1986 MMtiiig agftildft will fobus on developing a fhhding fttrategy to obtain 
the $2S,000 tb $30,000 needed to initiate a one-year Information and 
rvftrtftl ptftjedti with a jproftoaed starting date of January 1, 1987. 
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COMMIINICA.TION OF PROVISIONS 



Rules 

Nona «ppl£ccbl«. 



Summary of Itmtltutlons' Practices 

Itiatlcutlona irare aakad how employees, managers, and supervisors are made 
aware of provisions that relate to parenting concerns. Institutions Indicated 
that a combination of various methods are used. These Include communication 
with the Personnel Office, policies man aIs, handbooks, nile distributions, 
staff meetings , staff newsletters , cralnlng sessions , memoranda , and 
Individual contact with supervisors. Responses which deviated from the norm 
follow: 

No special effort Is made to make employees aware of rules that would 
effect diem as parents. We attempt to make our employees aware of rules 
which effect: them on all sxjbjects, but no special effort Is given to this 
topic. 

Hanagers/supervlsors are encoxiraged to talk to employees about their 
personal concerns. Personnel Officer Is consulted where rules affect work 
schedules and the like. 

We have not adeqiiately communicated the existing provisions. More needs 
to be done to Inform managers and supervisors of current provisions 
available. 

Employees receive basic Information about all types of benefits. They may 
also contact the personnel officer and simply ask about what Is available. 
Many employees have dona that and I assume will continue to do so. There 
are also many Informal contacts with supervisors, counselors or others who 
are aware of what provisions are available. When the questions of 
maternity leave arise, most managers contact the personnel office for 
additional Information* to give to employees. All managers/supervisors 
receive Information regarding leave policies and practices through 
meetings and written Information. How "Informed" all managers/supervisors 
are Is more difficult to say. These lss\ies have been dlsc\issed In a 
mniber of different types of managers' meetings. 

However, how well Informed an Individual manager or supervisor is may 
depend on whether or not there Is an employee In the group who has needed 
the information and the supervisor has pTirsued the issue in greater depth. 
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GENERAL OPINION 



Does yetir Ittttltution believe that 
eccomocUtlon to irorking perente to meet 



No Yea 

UW & WSD 11 
Other 4 Year InetltutioAs 3 1 
CooBimity Collegei 2 19 



existing rules provide adeq\xate 
their child care needs? 

No position 

2 



A saai^llilg of the itistitutlotui* oonments follow: 

Yes I adults have e host of responsibilities when they choose to be 
pareAtli. Many of these tesponsibllitles are diffioiilt. but I believe 
current state Sules are reasonable, axid that parents iriio want to find 
reasonable solutions for child care and related issues, can do so. 
ObtloUslyt it could be nade easier if the state were to take over many of 
thesa burderii and pick up the cost* This would seen to me to be a 
relatiirely low j^tlorlty in view of all the important human needs that are 
eurrently unmet. 

£klstihg rules provide adequate accommodation to working parents' needs, 
other than providing for the funding of an adequate child care facility. 

t sincerely believe that existing HBPB rules provide adequate 
accomodations to working patents to meet their child care needs « Since 
cOMint to work for the college li years ago I have had 3 maternity leaves 
and have had to take off time from work to accommodate children's 
illnaasea end hOipitaliaatioi^ and feel the State has provided more than 
adequate benefits to co^t^ this, fossibly what haa made it easier for me 
is lOiat our college la liberal and caring when it comes to taking care of 
the needs of en employee's family » Perhaps this is not so at other 
institutions. 

Generally, yes^ V# suggest » however, that the term "vacation leave** be 
changed to ^'ennual leave** or **personal leave" and child care emergencies 
be listed ai a use appropriate to this leave class, or that sick leave be 
eapanded to provide for child cate emergencies or that a provision be made 
allowing conversion of accumulated sick leave into '^child care leave** upon 
requeet and approval of appropriate individuals* 

• Yes» when such IMedi are balanced against the college's (taxpayer's 
naeda). the aiasion of our colleges is to educate our students. If these 
special enployee benefits can be provided without impeding that mission, 
thafc^e wotidirfUl; but the education of our students must remain the 
college's first ptiority so long as that is our mandated mission. 

TOday^e tulea Are not structured: to provide adequate accommodation, 
tnstitationa csn find w^s to provide adequate accommodation; however, the 
rules were developed folldring old and sc^called traditional patterns. 
O'or current work force is different, i.e., we have more single parents or 
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houstholds vlth both parents working. Pressures of the work place and 
pressures of fsally life stretch some employees pretty thin, resulting In 
poor work In some cases and Increased emotional stress In most all cases. 

This university supports the creation of an environment where the needs of 
working mothers are taken into account. However, in general, we believe 
the present rules are broad enough to accommodate the flexibility needed, 
so lotig as management is sensitive to the problem. 

It is possible that no institution ever gives enough accommodation to 
working parents. However, in coiq>arison with many business organizations, 
I believe that we do a great deal more than most organizations to 
accomaodate employees both with sick leave, other kinds of leave, and 
other ways of working out schedules and accommodations. In order to 
seriously provide "adequate" acconmodation this would appear to require 
considerably enhanced states and/or federal sitpport. 

No, the existing rules do not provide adequate accommodation to working 
parents to mm%t their child care needs. The cxirrent emphasis is on 
illness (of the child) and disability (of the mother due to 
pregnancy/childbirdi) . No leave policy specifically addresses the 
day^to^day parenting concerns of our esqiloyees. 

* Ho. Ve believe that VAC 251*22-110(c) is an example of a rule that 
parents may fMl does not adequately accommodate their child care needs. 
We feal diere amy be other such restrictions that merit exploring, but 
recognize such a study would Involve greater detail and input from other 
sources than can be addressed in this questionnaire. 

No. Voman are often threatened with dlsciplioary action because of 
excessive absenteeism. Because of the niles that don't provide for taking 
sick leave to stay home with sick children, women must say they are ill. 
Since we provide a finite number of hours per year for sick leave now, 
changing die name of it to "personal leave" will not create new costs for 
state funded Institutions but will be a cost item for self-supporting 
orgsnizatlona . Since both the University of Washington and Washington 
State lAiiversity are more than 50% nonstate fxmded it is accurate to state 
that any change to the ctirrent policy will be a sizable cost to Higher 
Education. 



Survey Question 

Are there any other additional suggestions or concerns your institution would 
like to have conveyed to the Legislature? 

Main problem of not having day care centers for shift work. Need to 
establish consortium agreements with other state and private agencies to 
establish child care centers for all three shifts. Example: Consortium 
of tha hoapitala, schools, industry, in each community of 100.000 and 
over. 

. Many lower paid employees find it increasingly difficult to fund 
affordable day care facilitiea that are conducive to child development. 
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SoM •mployvB h«v« found it necessary to add day care facilities for iise 
by thalr eoq^loyees. Other employers nay not be able to offer such 
faellltlea because of costs, Including liability for safety. The 
I^Sl'l*^* My vlsh to consider the development of conatunlty day care 
facilities paid for by a coabination of employer, labor and employee 
contributions. Until our socio •economic condition changes, tnere will be 
an increasing need for day care facilities. 

Since HEPB and DOP are surveying institutional practices for potential 
revision to Civil Service I^v, comments have generally been restricted to 
that employee constituency. However, if revisions are made to Civil 
Service Lav irtiich address child care needs, it is hoped that care will be 
taken to insure that other employee groups will be afforded the same 
benefits. 

If more paid time off or other additional benefits are going to be given 
to hl^r education employees, then more funding should be given to cover 
the additional staffing it vill take to accommodate the work loads. There 
are other isaties which are of a higher importance to a larger percentage 
of e^loyees where more. state dollars can be placed than child care. 

Ve certainly support the Legislature's recognition of creating a model 
environment for meeting employee's child care needs. It is tremendously 
important, however* from the institution's perspective that these needs 
not be met simply by creating new rules that leave programs unfunded but 
require employers to accommodate. 

I have great concern about the . implications of this survey. As an 
employer, I want to be sensitive and understanding to the personal needs 
of our employees, including those have to do with child care. For several 
years, however, our Institutions have struggled to continue to provide the 
kinds of services eiqiected with resources which have declined and have not 
kept up with inflation. I certainly hope the Legislature does not 
authorize extensive child ca^e services for employees %ifaen there i^^re so 
maxqr important human needs that are being less well met than they should 
be for thosa alreadf enrolled in our institutions . Even if the 
I^S^^l^^tt ««re to appropriate some money for some of these services, 
history would suggest that there would not be enough to carry out all of 
the functions/ required. The institution would have to absorb some of 
these costs. I certainly hope this does not happen. 

This inatitution believes its primary mission is to educate students. Ve 
hire ei^loyees (faculty* administrative, and classified staff) to support 
that primary mission. State employees, particularly faculty and 
dassifiitd staff, have an outstanding fringe benefit program, which 
includes generous sick snd vacation leave policies, leave without pay 
policies, Job security, paid health and dental care programs, holiday 
schedules and salary scheduler that aren't too bad, all things considered. 
Feriiaps ttxm whole benefit packaga should be reviewed and a new program 
developed. Such a program mi^t offer ''paid personal leave" as an 
alternative to discrete sick and vacation leave accrual programs. This 
would have implications regarding the current employee attendance 
incentive program and the annual leave cash*out programs. It may be that 
we are spending too much on certain, current programs and not enough on 
others. 
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I object to this •nphAsls bslng placed on one social Issue. If we vsnt to 
change our system ve need to realize that some o£ our employees are 
parents of young children. Much more of a concern as evidenced by Olympic 
College ei^loyees' situations is the issue of the care of aging parents. 
Let's support a fringe benefit package that gives choices to all 
e^loyees. 

The birth rate is not significantly Increasing in Washington State and the 
maJorlQr of employees are not Involved with the issue of daycar«, rhlld 
care, etc. If ire irere to give women enough money in their pay checks they 
could find a day care situation to accommodate their Job responsibilities. 

The issue th^r is estremely important is that of women working part time 
and not receiving any retirement benefits unless they are working more 
than 90 hours per month. Most of the people who work for higher education 
in staff positions are women. This is a larger group to serve than Jxist 
those nmeding child care. 

Ve would not like to suggest by any of these responses that this is the 
primary goal of higher education for asqr nav money that may come from the 
legislature . All of higher education has funding problems and the lag of 
salaries behind the private sector is a continuing problem for all of us. 
Tbmrefore we should not lose si^t of the small nunbars of people to be 
served by a change In rules and regulations for daycare purposes. If no 
additional funding accompanied the change in rules and regulations , I 
would b# against any change at this time. 

It Is our belief that child care requirements may differ significantly 
from the urban to the rural location. If a program is structured either 
by leglelation or regulation, it shouli be cognizant of this factor and 
have sufficient flexibility that it works in Pullman as well as Olympia. 

Ve arc concerned about the very minimum standards which are observed by 
the state for licensing day care centers and the lack of adequate 
educational standards for the training of day care workers. As a 
consequence, we would view without enthusiasm a move by the legislature to 
establish day care benefits for state employees without the establishment 
of acceptable standards for their care. We believe particularly that the 
establishment of a "voucher" system under such conditions would be a gross 
miscarriage of good intent should day care assistance be mandated. We 
suggest that certain state institutions which have the necessary expertise 
and experience be designated as providers for state employees in those 
areas where it is practicable. We believe that only in this way can we 
guarantee the proper utilization of state resources. 

Paternity leave and adoptive care leave sho\iid also be considered as one 
issue. 

Tha legislature should be aware of the replacement costs for people on 
extended paid leave and the cost of hiring replacements. The community 
colleges have the slssion of providing education; child care costs should 
not fiirdier erode our ability to accomplish our primary mission. Since 
the majority of die employeea could not afford leave without pay, the 
legialacure ahould consider funding the cost of establishing high quality 
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MM facllltlM, Stiutonu w4 employees cguld share greater benefits at a 
leaser total Im^atnent. 

Umlaut granting o£ sick leave can be more of a disservice to eaployees 
than a bentfit. Child car# sick leave coupled with a major Illness could 
neeoMltrnte taking leave without pay. For single parents this is more 
likely tQ happen. A miniiui balance (perhaps 20 days) should be kept o^ 
the hooka » ratfafr than lot an employee eiduiust %ll sick leave for -:hlld 
cara/K&tamity leave, 

I£ benefits are expundfd they must be fMnded by additional st4te 
appropriations, Ihere U no money within e^tlstlng budgets to covoiT any 
iocreaaad cpftSf 
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EKPLOYEE INPUT 



EnployMs mad l«bor organization representatives expressed their concerns 
relative to EHB 1656 during a meeting with HEPB sta£f on July 15, 1986 at 
Harborvlev Medical Center, Seattle. These concerns are grouped Into four 
categories according to the type of action appropriate for resolution. 

Rule Change 

Absenteeism resxiltlng from parenting responsibilities may be viewed as 
being excessive or an abuse of sick leave and therefore, cause for 
disciplinary action. 

Kanageaent Is too restrictive In authorizing sick leave u&^ for 
emergencies involving dependents. An employee's perception may differ 
considerably from management's as to vhat situations warrant sick leave 
use f ffy* duration of the time period necessary to deal with such 
situations. 

Locating a care provider for a sick child is not always possible. An 
employee should be allowed to use sick leave to care for a sick child 
regardless of how "seriously" ill the child may be. 

Senior!^ should continue to accrue during a leave of absence without pay. 

Today, male parents are taking a more active rol^ in parenting. I^ave 
policies should reflect this. 

Hanagement Sensitivity 

Several members of the University of Vsshington's health care staff must 
work rotating shifts, extended shifts, and sporadic weekends. This 
situation increases the difficulty of locating child care, especielly "off 
hours" cMld care. 

Short notice of schedule chaxiges precludes many employees from making 
adequate child care arrangements. These parents are forced to choose 
between reporting to work or leaving children unattended. 

Management could be more understanding when an employee's absence Is due 
to parenting responsibilities. 

Employees on leave should have access to training/skills building 
seminars. 

Additional problems confront working parents when school age children are 
on vacation during the school year and summer. 

Additional Funding 

Other Seattle area hospitals currently provide, or are planning to provide 
on-site child care facilities for staff use. The University of Washington 
hospitals should also establish such facilities . Problems might otherwise 
arise witii recruitment and retention of qualified nursing staff. 
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« ti^l6y*r pikid hm^lth ett# b*n#f lu shaiild edntinu« during a leave of 
^Mte* MthoM fot isiAternlty/child eartf purposes. 

SMM vrndd return to work sooner after childbirth if given the 

dfpdttmitf td I0ovk If A eai^arable position either part* time or in a job 
Mt^itg arrrtigtaiente 

Aecesa to an up to date inforttatlon/referral service would benefit many 
ettfloyaMi 

deaiiiiitf dlfeeied at aatletlh^ employees wltli parenting concerns would be 
of VAlM* 

Leaiaiativ> Aetioit 

Availability of affcrrdibla, ^lity child care has decreased as a result 
of 9tmtm inatstaflfte teqnlraMnta. 

Sick iMVtf dOttld ba ilimlnated and feplated with personal leave. 
Employaas Hoidi than not Med ^ o eliln jiarsohal illness when other reasons 
eaoae thait j^ofloe ftM work: e^g. ixorta^riotialy ill children or the 
Abwc^ of a eKild cata pt<f/idar. 

A trada*off lit beMfitii fchf lo«r cdst on* site child care or vouchers vould 
aid in allevidting what are for many employees prohibitive costs of 
qttftlity ehild care. 
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PROVISIONS/PRACTICES/PROPOSALS-SURVEY 



A survcr qutstlonnaire ms mailed to 40 state agencies requesting their 
Input on a mltltude of child care-related portions of the Merit Systen 
Rules; 32 responses were returned. The responding agencies represent 
both the very snail (e.g.. Hospital Commission) and the very large 
(e.g.. Social and Health Services); with many medium-sized agencies. 

The following summarizes the current provisions of the Merit System 
Rules (Chapter 356 HAG); the agencies' practices In administering those 
rules; and the responses to proposals for revising the rules. 

1. NEUBORN-AOOPTIVE CHILD CARE LEAVE 

Merit System Rules 

356-18-140 Leave Without Pay 

(1) Leave without pay may be allowed when such leave will not 
operate to the detriment of the State service. 

(2) Leave without pay may be authorized for any reasons applicable 
to: 

A. Leave wfth pay . . . 

C. Newborn or adoptive child care leave as provided In 
MSR 356-18-150 . . . 

(3) Authorized leave without pay shall be limited to not more than 
12 ("onths In any consecutive five-year period, except for: . . . 

E. Newborn or adoptive child care leave under provisions of 
MSR 356-18-150; or . . . 

3^6-18-150 Leave - Newborn or Adoptive Child Care - Provisions 

Child care leave without pay may be authorized to a permanent 
employee who Is the parent of a nembom child or Is the adoptive 
parent of a child If the leave Is requested In advance by the 
employee (leave must be requested within 60 days of adoption). The 
duration of the leave shall be no more than six months. Prior to 
taking child care leave, aaployees shall Indicate In writing the 
duration of the leave. Employees shall be allowed to use their 
accrued vacation leave, or any portion thereof. In conjunction with 
unpaid child care leave granted In accordance with this Rule. 
Because of operational necessity t an agency may deny child care 
leave. In such cases, employees shall be Informed of their right 
to petition this decision to the Director of Personnel. The Director 
may require that child care leave be granted by the agency upon 
petition by the employee. When an agency denies child care 1eav3 
under this Rule, and the Director of Personnel does not require It, 
an amployee who vacates her/his position for the purpose of child 
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cart nay request re-enployment at any time vrithln a six-month 

Griod after vacating the position, and after such request to the 
partHtnt of Personnel shall be offered the first opening In the 
forner class and work location. This offer of employment shall 
take precedence over a1] registers except the reductlon-ln-force 
register. 

Agency Survey Questionnaire— "What Is your agency's policy regarding 
NeN^hHAdo0tfye Ch11<} Care Leave Without Pay? 

Most igenelfs have no fonnal written policy on this type of leave, 
buVlndleited they fQllw Merit System Rule 356-18-150. Several 
agenclef eyplaln that they have never denied a request for such 
leave ii|d that they ittenipt to be as flexible as possible In meeting 
anployiie needi. 

PAID SICK LEAVE USE IN CONJUNCTION WITH NEWBORN-ADOPTIVE CHILD CARE 
LEAVE UltHQUF PAY 

Merit Syst<i Rules 

366-18-060 Paid Sick Leave - Use 

(1) Personal Illness: Accumulated sick leave shall be granted 
when an employee Is required to be absent from work for any of 
tt>e following reasons: 

A. Illness or Injury of the employee or for preventative 
health care. 

B. Exposure of the employee to contagious disease wfien 
attwi^nce at work would Jeopardize the health of others. 

C. Disability qf the employee due to pregnancy or childbirth. 

(2) Illness qf Relatives or Household Members: Accumulated sick 
leave shall be gniiited up to five days for each occurrence or 
as extended by the agency when an employee Is required to be 
absent frfp Mqrk for any of the following reasons. 

A. Illness, Injury or preventative health care of members of 
the employee's household or relatives of the employee 
that requires employee's attendance. . . 

356-19-070 Sick Leave ? Reporting - Payment 

(2). . .A medical certificate must be required If the reason was 
personal IITqeits as cited In HSR 356-*' "3(1) A., B., or C, and 
coqtlqued ^or anrf t|M|n ten continuous work days." 

Agency Survey Questionnaire— *Does your agency allow paid sick 
leaver to be used in conjunction with Newborn-Adoptive Child Care 
Leave Without Pay? If ^o, Mnder what conditions?" 
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Most agencies limit sick leave use to periods of disability or 
illness. Injury, or preventative health care of the eri^oloyee or 
household members; with many of these indicating doctor's statements 
would most probably be required. However, some of the anencles 
indicated th^ automatically allow up to ten working day^, but 
would require a doctor's statement for sick leave use beyond that 
amount. 

Five agencies allow unlimited use of any or all accrued sick leave. 

One agency does not allow use of sick leave during leave without 
pay. 

Agency Survey Questionnaire— "Would your agency support a rule 
change to a now enployees to utilize aVl. accrued sick le«ve during 
their Newborn-Adoptive Child Care Leave absent any disability or 
illness? 

15 - Yes 
11 - No 

3 - With limit 

3 - Other 

A sampling of the agencies' caranents supporting such a change 
follows: 

- Current and past practice has been to allow the use of any or 
all accrued leaves whether it be sick, annual, or compensatory 
time. 

- Have tried this in individual cases and it seems to work well, i 

. Some doctors do issue medical leave statements for natural 
mothers of newborns; while others do not. In order to apply 
a consistent policy, fair to all employees in similar circum- 
stances, would support a rule change. 

- The decision of what kind of leave to use and how much should 
rest with the employee. 

- Employee is entitled to it and should be able to use It. 

Those agencies opposing such a change offered the following rationale. 

- Cost Impact in fee for service programs. Also, such sn employee 
upon return, would have zero sick leave. 

- This could be abused, especially if a person did not really 
Intend to return to work at all. Sick leave Is an "Insurance 
policy" against serious Illness or accidents and should be 
used prudently in order to avoid financial difficulties should 
this occur. 
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- Newborn-Adoptive child care Is a product of Individual choices. 
Sick leave Is In concept a fonn of leave to deal with situations 
that are not a matter of choice. 

- To allow sick leave to be used beyond the p'^rlcd of actual 
disability (generally 6-8 weeks) Is not appropriate and could 
lead to other problems. Also, would encourage employees to 
use titelr sick leave so when they return to work they would 
have no sick leave In case they or their children became 111. 

- Feel sick leave should only be taken for those purposes as 
listed In NSR 356-18-060. 

- Present rules adequately provide for leave (paid and without 

p«y). 

- Child care leave Is not an Illness. We feel employees are not 
entitled to use sick leave when they are not 111. 

- Such proposal would raise the possibility of a legal challenge 
based on Title VII, the 1964 Civil Rights Act, as amended. An 
alternative may be a cafeteria-style benefit package. Such 
arrangements could not only answer the legal question, but 
also address concerns from other groups with special needs; 
I.e., the disabled. 

Three agencies would support a change to allow use of sick leave 
beyond Just vhe actual period of disability, but with a limit; two 
agencies Indicated a need for further Information and clarification 
In order to reach a decision; and one agency suggested a study of 
the costs and Impacts before such a rule Is proposed and further 
Indicated that such a change should permit sicx leave use, but not 
iMndate that the agencies grant It. 

3. PAID LEAVE TO PROVIDE FOR INSURANCE BENEFIT PAYMENT 

Agency Survey Questlonna.. a— ''Does your agency allow employees who 
take Newborn-Adoptive Child Care Leave to use paid leave, at least 
one day per month, for purposes of Insurance benefit payment?" 



31 ■ Yes 
1 * No 



4. MAXIMUM DURATION OF NEUBORN-AOOPTIVE CHILD CARE LEAVE WITHOUT PAY 

Agency Survey Questionnaire— "Would your agency support a rule 
change to lengthen the maximum duration of Newborn-Adoptive Child 
Care Leave Without Pay from the present six months? If so, to what 
limit? If not, explain wliy." 

9 - Yes 
" - No 

2 - Other 40 
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The following 1$ a sampling of the comments from those agencies 
opposing such a change. 

- Uncertainty of return limits ability to refill poiitlons and 
manage programs, lengthening It would be worse. 

- Given the difficulty In fining short-tenm positions and 
trying to manage the workload, feel six months is a reasonable 
MximuiR. 

•> Based on infonnal poll of female employees, six months if. 
enough. Also, beyond six months causes problems for employees 
filling vacant Job while employee is gone. 

- Six months is adequate for mother to regain her strength and 
stiiy at hoRM. It's long enough for an agency to have to hold 
a position pen. The only exception to this would be for 
serious medical or health complications accompanying the 
pregnancy or birth. 

- This is adequate time for the parents to arrange for child 
care and for the mother to determine whether or not she wishes 
to return to work. Further extension is too disruptive to 
agency operations due to the need to backfill positions. 

- Employees on leave vlthout pay are replaced with temporary 
aployees. For many of our career positions, it Is hard to 
recruit for a taiporary appointment. Also, temporary appoint- 
ments in excess of six months require the agency tc pay benefits 
which, in many cases, the agency is not budgeted to handle. 

. Present sixnaonth rule is adequate. Agancies have discretion 
to grant an additional twelve months of leave witnout pay (HSR 
356-18-140(3)). 

- Host anployees limit their leave without pay request to two to 
three months. If they desire or require time in excess of six 
months, they may apply for a standard leave of absence. 

- It is difficult to keep a position open for more than six 
months or to cover it with existing staff. Could cause severe 
management problems. 

The nine agencies supporting such a change did so with conditions 
placed on such extensions. The following summarizes their ideas: 

2 ■ one-year limit . ^ *u " 

1 - one-year limit with employee paying benefits after six months 

2 - n1ne=!Bonth limit , ^ / 

1 ■ twelve months in any consecutive five-year period (as for 

other leaves without pay) . 
1 - inCT'eese limit as long as approval remains discretionary 
1 - provided that beyond six months is subject to director-level 

approval with no appeal for denials 
1 ■ no limit indicated 
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One agency Indicated th^ would consider such a change, but felt a 
review of specific rule changes, as well as any attendant rule 
changes regarding types of leave to be used and the operational 
impacts of extending child care leave, would be required. One 
agency Indicated mixed support for such a rule change. 

SENIORin ACCRUAL DURING NEWBORN-ADOPTIVE CHILD CARE LEAVE WITHOUT 
PAY 

Merit Systan Rule 
356-05-390 Seniority 

A measure of the last period of unbroPen time served In positions 
In the classified service under the Ji.rlsdiction of the State 
Personnel Board . . . Leaves of absence granted by agencies and 
separations due to reductlon-ln-force are not considered a break In 
ser ice. Time spent on leaves of absence without pay Is not credited 
unless It Is taken for educational leaves, or statutes require It 
to be credited; or It Is taken at the specific request of an agency 
so miployees may perform work specifically related to state work. 
Time spent off the state payroll due to reductlon-ln-force will be 
credited for that period of time the employee Is eligible to be 
placed on the reductlon-ln-force register. Leaves without pay 
granted to directly or Indirectly reduce the possible effect of 
reductlon-ln-force will be credited In accordance with NSR 356-18-140 
and 356-18-220. Leaves of absence without pay granted to employees 
who are drawing worker's compensation because of Injury or Illness 
while employed by the state will be credited. Time spent In exempt 
appolntmei^ts listed In ROW 41.06.070 will be credited and the 
service will not be regarded as broken when the emplovees return 
from exempt service In accordance to RCW 41.06.070(26), MSR 356-06-055 
and NSR 356-30-330 . . . 

Agency Survey Questionnaire— "The Merit System Rules provide for 
loss of seniority for employees who take Newborn-Adoptive Child 
Care Leave Without Pay, while seniority Is not lost for time spent 
on a RIF register, an educational leave of absence, during exempt 
appointments, etc. Would your agency support a change to allow 
seniority to continue to accrue during NewbomfAdoptlve Child Care 
Leave? With a limit? Please explain." 

16 « Yes 
14 - No 
2 « Other 

Of the 16 supporting this change: Seven agencies InJicated the 
s1xHM)nth maximun should remain; one suggested the leave should 
be reasonable; one Indicated the maximum should be as allowed at 
agency discretion; and one felt the limit should be the same as the 
two-year educational leave rule. Additionally, one agency supporting 
"he change explained that such accrual should also apply to persons 
who, due to extended Illness or dlsabllltyi must utilize leave 
without pay. 




Convnents offered In support of this change follow: 

- Support on the basis that child care leave Is on an equal 
footing ««1th educational leave, exempt appointments, etc., and 
fetl It 1$ beneficial to have experienced employees return. 
Therefore, It seems fair to allow them to continue accruing 
seniority during leave. 

- Although leave without pay 1$ optional, there are many factors 
Involved when a couple or Individual decides to have a child. 
The agency recognises this and feels the rules are somewhat 
dlscrlBlnatory when they allow for continuation of seniority 
for educational leaves, etc. 

- Since we do not deny time or seniority due to disciplinary ' 
suspensions. It seems unfair to penalize employees for leave 
to add to their family. 

- This would address possible disparate Impact between men and 
women on the assumption that mothers use significantly more 
newbom-adoptfve child care leave than fathers. 

- Mould not only be fair to the employee It would also simplify 
matters for agency personnel staff. 

The agencies opposing such a rule change made the following comments. 

. Would create morale problems In subsequent RIF's, which we 
experience fairly frequently. 

- Time Is not worked; therefore, seniority should not accrue. 

- Such a change appears Inequitable. 

- Honwork related leave without pay for child care or other 
reasons should not merit the same benefit (as those cited). 

- Cont1m;<Kl efforts to dilute the seniority provisions are 
making the determination of accurate seniority a nightmare 
further Increasing the chances of errors in adjustments, and 
subjecting agencies to a vulnerable position during RIF's. 

- Employees would have a genuine concern if the>y had never taken 
any leave without pay and then mrt bumped by someone who had 
taken or was currently on leave without pay. 

- The categories of leave without pay where there is no loss of 
seniority are those where the employee had no choice but to be 
in a nonpay status (RIF) or where the st^te would benefit 

frcm, and the employees are encouraged to take leave (educational 
leave). Newborn- Adoptive Child Care Leave Without Pay does 
not fit these categories. 
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- Having or adopting a baby Is a personal choice and of little 
(If any) benefit to the agency. All those allowances to 
accrue seniority while on leave >rfthout pay are either to 
potentially benefit the agency and/c^r the state as an employer. 

- Newborn Child Care Leave and educational leave are the choice 
of the employee and seniority should not continue. 

- Don't think it Is fair to those who take regular leave without 
p4y. 

- Department believes seniority should be a reflection of time 
the onployee remains In pay status. While the Personnel Board 
has approved some exceptions to this policy (seniority credits 
for employees receiving time loss compensation), these ar^ 
being granted for leaves over which the State has some 
responsibility. 

One agency Indicated they wouid consider such a rule change. 
Another agency Indicated that such a change could be v1e<<ed as 
discriminatory by other Individuals who must utilize leave without 
pay for a serious Illness or Injury to themselves or a relative and 
who are not allowed to accrue; they cannot support or oppose without 
further clarification. 

SICK LEAVE USE FOR EMERGENCY CHILD CARE 

356-13-060 Paid Sick Leave - Use 

(5) In addition to the reasons listed above, emergency care of a 
child in the custody of and residing in the home of an employee. 
(Such use of sick leave v.:a11 nonnally be limited to a maximum 
of one day per Incident, and to three days in any calendar 
year, unless extended by the appointing authority* and shall 
be used only as specified in NSR 356-18-116.) 

350.18-116 Leave Due to Child Care E>.iergenc1es 

Absence due to an employee's inability to report for scheduled 
work because of emergency child care requlrenents shall be authorized 
in any of the leave categories listed below at the employee's 
desire: 

1) Compensatory time 

2 I Vacation leave 

3 Accrued sick leave 

4) Leave without pay 

Agency Survey Questionnaire— "In applying the provisions of Merit 
System Rule 356-18-060(5} - Use of Sick Leave For Emergency Child 
Care— is your agency flexible in allowing extensions of the one-day 
per incident language?" 

26 - Yes 
2 • No 
4 - Other 





The "Other" category Includes two agencies who Indicated the Issue 
has not specifically come up In their agency, one agency did not 
provide « response; and one Indicated they have no Infonnatljn on 
*«hy supervisors have approved sick leave so they do not know the 
answer. 

Agency Survey Questionnaire— "Would your agency support a rule 
change to aiodify this provision? If so, how should the rule be 
revised?" 

12 « Yes 
16 - No 
4 « Other 

Those agencies supporting a rule change offered the following. 

- Should be Increased to two days per incident and up to ten 

days p^r year, but limit to that. Take out the word "nonnally ; 
it's too ambiguous and interpreted differently by agencies. 

- Allow appointing authority to detennine appropriateness of 
such requests, within a maximuB of five days. 

- Up to three days per incident and up to 15 days in calendar 
year. 

- Perhaps we do net need a limit. 

- Support a rule change which would allow equal flexibility to 
ill state employees. 

- The two ruler should be Integrated and some method of control, 
monitoring or discretion given back to the agencies to allow 
us to minimize abuse. 

- Nomally be limited to a raaxiroum of two days per incident, six 
days in any calendar year, unless extended by appointing 
authority. 

- No more than three days per incident and no calendar year 
limit. 

- Ten days per year without limitation on use; or nine days per 
year with three days per Incident limitation. 

The agencies opposing the rule change indicated the following. 

- Current rule provides the flexibility to address emergency 
child care Issues. 

- Current rule is flexible enough to allow exceptions to be 
granted by appointing authority. 

- Agencies should be allowed to manage this on a case-by-case 
basis. 
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- since this rule Is discretionary and permits exception, do not 
consider revision to be of major Importance. 

- Don't believe this rule Is appropriate for use of sick leave. 
Would rather see employees use leave In the same fashion as 
"1nc1e«ent weather" rule. 

Other responses to this question by agencies were: 

- Rather than revising the rule, we should ensure the State day 
care center Is available on <\ reasonable fee basis to drop-Ins 
when the "usual" day care arrangements fall through. 

- Neither pro nor con. 

- No opinion. 

- Hould consider such a rule change. 

NEWBORN-ADOPTIVE CHILD CARE LEAVE-STATISTICS 

Agencies were asked to provide .statistics, for the last year, 

on the use of newborn-adoptive ct.ild care leave and the sick leave 

used with such leave. 

Of the 32 responding agencies, all except four (large agencies) were abl 
to provide the requested statistics. 

A summary of the statistics, as provided, follows. 

A. Ninber of Newborn-Adoptive Child Care Leave Without Pay Requests: 
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8. Ikanber of requests approved: 

The agencies approved all requests. 

C. Length of Each Leave Without Pay Approved: 

The length of leave varied from as little as one workday up to 
six months. While there were many that Usted six months; 
many also ranged from two to ^our months. 



0. Nunber of Paid Sick Leave Days Used In Conjunction With Newborn* 
Adoptive Child Care Leave Without Pay: 

Again, these answers varied widely— vrlth som<i employees using 
no sick leave and one using as much as 39.5 days. 

Sone examples of duration of leave with amount of sick leave 
used are shown below for display purposes. 

Duration of Sick Leave 



8. REaPLOYHEMT PRIORITY 
MeHt System Rule 
356^6-030 Register Designation 

This rule outlines the list of registers and their order of usp 
The Reeaployment register falls In order as shown below: 

- Agenqr Reductlon-ln-Force 

- Service-Hide Reductlon-ln-Force 

- Dull -Agency Reversion 

- Agency Promotional 

- Service-Hide Reversion 

- Transfer 

- Voluntary Demotion 

- Servlce-Ulde Praiiotlonal 



- Inier-SystM Employment 

- Open Competitive 

356-30-220 Reemployment - Status 

Any person who has received permanent appointment to a position in 
the SUte service and has separated therefrom, may be reanployed 
to a position with the same or similar duties to those previously 
perforaed, provided he/she has been certified from the reemployment 
register. 



Leave 



Days Used 



3 months 
6 months 
6 months 
6 months 
23 days 



14 weeks 
9 weeks 
13 weeks 
19 weeks 



3 months; 5 days 
3 months; 3 days 

2 months; 9 days 

3 months; 26 days 



2 

2 
23 
39.5 

1.5 

8 

0 

0 
21 
10 

0 
15 
15 
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Agency Survey Questionnaire— "Would your agency suppo*^ creation of 
« new register designation for employees who resign ftr child care 
reasons to allow then priority reanployment opportunlt'es? If so, 
over what existing registers should such a register be placed? 
Under what conditions should former employees have access to this 
register?" 

9 - Yes 
19 - No 
4 • Other 

The following specifics were provided by the agencies supporting 
this change: 

• Register should be placed after service-wide RIF; agency 
reemployment rather than service-wide. Recommend a limit of 
12-18 months for amount of time a person could be on register. 

- Register should take precedence over all except RIF registers. 

- Placed over Reemployment, Inter-System Employment, atid Open 
Competitive registers. Time limit to get on register should 
be not more than five years from date of child's birth. 

- Placement should not be higher than current reemployment 
register. Current register composition would work if the rule 
were changed to Increase application time from 5 to 10 years 
for those who resigned for newborn-adoptive child care reasons. 

- Unranked register between service-wide reversion and transfer 
register, uaployees would be referred to all agencies statewide. 

- Propose it be placed between service-wide promotional and 
reemployment. Former employees should be allowed access to it 
within five years from date of separation. 

- Everyone who resigns due to child care leave could be placed 
on reemployment register after agency promotional; up to two 
years to reapply. 

- Should be located between the service-wide reversion and 
transfer registers and unranked; two-year period to get on and 
two years to stay on. 

The agencies opposing creation of a new register supplied the 
following comments. 

- Current rule is fair and adequate. 

- Current reemployment register is appropriate for all employees 
who have previously resigned. 

- Resigning a position 1$ strictly voluntary and existing rules 
adequately address Issue of reemployment. 
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- Don't feel a new designation Is necessary. In most cases, 
reoRploynent nanes are reachable. 

- Resigning for child care reasons should be treated the same as 
any other resignation. 

- Creation of a nei register designation for employees vrtio 
reslan for child care reasons appears unfair to other job 
candidates. 

- Already an excessive nunber of registers. This aspect of the 
personnel systcn Is very cooipllcated and difficult for anyone 
to fiilly understand. The system of registers should be 
simplified. 

- Employees Mho resign for child care reasons should continue to 
be eligible for the reemployment register. A special designa- 
tion could be made to distinguish between those who resign for 
a^nd care versus other reasons. This designation shouid be 
evident during browse to encourage agencies to use the reemploy- 
ment register. 

- It would be difficult to show that a person who had resigned 
fbr child care reasons had a more critical need for employment 
than other persons seeking employment with the state. 

- Hfiving two separate reemployment registers would Increase 
personnel costs and would not serve a useful purpose. Do not 
believe aq>1oyees who resign for child care purposes should 
have priority over employees who resign for other personal 
purposes. 

The following suggestions were also received. 

- Difficult to address as It doesn't define "child care" reasons; 
I.e., due to serious Illness or Injury of child. Inability to 
obtain baby sitter, or simply to stay at home with child. 
Creation for those required to resign due to serious injury or 
illness of child would possibly receive support of agencies/ 
unions. Would suggest eligibnity be expanded to individuals 
who resign due to their own serious niness/injury (should be 
doctor-documented). Would suggest placement as register 15, 
over transfer, voluntary demotion, service-wide promotional, 
reoiployment, inter-system employment, and open competitive. 

- Employees resign every day for reasons just as compening as 
this, i.e., to care for a dying parent. Rather than give this 
group preference, why not move the reemployment register 
directly under agency promotional. Would give all employees 
wtwse lift "ircuMtances forced them to resign a much better 
chance to re^jain employment. 

- Do not believe maployees who resign for child care reasons 
should be treated differently than other employees who resign 
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for legitimate reasons and later seek reemployment. However, 
have In the past and would now support a change to allow 
agencies to reach candidates on reonployment registers without 
first exhausting promotional registers. 

REINSTATEMENT OF «DIIORm UPON REEMPLOYMENT 

Agency Survey Questionnaire— "Should Individuals reemployed through 
such conditions be allowed to reinstate their former seniority (or 
some portion thereof} upon return?" 

11 - Yes 
16 - No 
5 ■ Other 

From those that supported such a change, the following was offered. 

- Two Indicated they would support this change If It applied to 
all other categories of reemployment. 

- All of the seniority should be reinstated. 

- Everyone should get seniority returned. If return to employment 
within two years from date of resignation. 

- If return within two years, they may reinstate their seniority; 
after two years, treated as a regular reemployment. 

- Female employees should not be penalized for assuming the bulk 
of child care responsibility. The majority of women In today's 
society need employment and yet are still considered to be the 
primary child care provider. Child care for Infants and 
toddlers is limited and often expensive* and that coupled with 
lew wages frequently forces women to remain in the home during 
their children's early stages of development. Department 
would consider a rule change that enabled employees to recover 
their seniority provided they return to employment within two 
years following a child care related tennination. 

- If return is within two years, full seniority should be 
reinstated. 

Comments from the agencies who opposed such a change follow. 

- It may be difficult to Justify, and even discriminatory, to 
reinstate seniority upon return since the employee chose to 
teminate employment (resign). 

- This would tend to penalize parents who choose to work. Those 
who stay would have the same seniority as those who resign. 

- Resignation motivated by child care needs is only one of many 
situations for which an argument for special consideration 
could be made. Resignation motivated by needs for the care of 
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elderly parents could deserve as much or more consideration In 
the future. Existing reemployment provisions are probably the 
fairest acconwdatlons. 

- Present rules allow for up to IB months of leave without pay 
froa which employees can return with their seniority. This 
seeis adequate. 

Three agencies offered no response to this question. One suggested 
that If the requested 'eave Is denied, the former employee's senior- 
ity should be reinstated, adjusted by actual time off the payroll. 
The final response Indicated that allowing reinstatement of senlorUy 
nay be in option depending on circumstances. I.e., basis for estab- 
lishment of register, eligibility criteria utilized, time limit 
established, etc. Other Individuals who quit and then reemploy 
who are not granted the same right could view such as discrimination. 

TANDEM/PART-TWE EMPLOYMENT 

Merit System Rules 

356-05-235 Part-Time Employment 

Work of less than 40 hours per week. However, for certifica- 
tion from registers, work of less than 32 hours per week shall 
be considered part-tine. 

356-05-410 Tanden Ewployment 

Any position filled by nore than one employee as voluntarily 
agreed between nanagenent and employee(s) who Jointly fulfill 
the responsibilities and duties of the posltlon(s). 

Agency Suryev Ouesclonnaire— 'What Is your agency's policy on 
tanden enploynent?" 

Most agencies Indicate they have no formal written policy regarding 
tandoi enploynent, but they do allow such employment upon employee 
request. Several agencies Indicated they do not use tandem employment; 
with one indicating it is not allowed. 

Agency Survey Questionnaire— "If possible, please provide the 
nunber of employees presently sharing jobs?" 

0 " 17 agencies 
Less than 10-12 agencies 

10-20 " 2 agencies 

No Data - 1 agency 

Agency Survey Questionnaire— "What Is your agency's policy on 
part-time enploynent?- 

Most of the agencies allow part-time employment, but do not have a 
fomal written policv. Some indicated very strong support for the 
use of part-tine enploynent. A sanpling of agency comments follow. 
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- Use viihen budget or program needs require. 



- As needed for our agency purposes, rather than as an accoimioda- 
tlon to employees. 

- In most cases* It Is approved whenever employee requests. 

- It Is utilized when part-time work meets the needs of the 
agency and employee. 

- Agency utilizes a substantial number of part-time employees. 
Benefits to the agency are so great have more part-time employees 
now than everoefore. Employees (although Initially will fng 

to accept f^r hours to avoid a RIF) have since Indicated a 
preference for part-time, and generally get the same performance 
levels In terns of measurable output In a 6-hour day as were 
getting In an 8-hour day. 

- In those cases where an employee requests part-time employment, 
generally due to medically related problems of either themselves 
or a family member, the agency attempts to accommodate the 
request. 

- It Is up to each division to determine If part-time employment 
best suits the needs of the agency and the work to be 
accomplished. 

- Consider each request Individually based on the Impact of the 
employee's request upon their section and the agency. 

Agency Survey Questionnaire— 'If possible, please provide the 
number of agency employees presently working part-time on other 
than a tandem/Job-sharIng arrangement." 

0 " 3 agencies 

Less than 10 • 11 agencies 

10-19 " 5 agencies 

20-29 " 1 agency 

30-39 " 0 agencies 

40-49 ■ 1 agency 

50-100 " 2 agencies 

100-500 " 1 agency 

Over 500 " 2 agencies 

No Data " 1 agency 

Agency Survey Questionnaire— "If possible, please estimate the 
number of employees who work on either a tandem or part-time basis 
In* order to accommodate their child care needs." 
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For those that had the data available, the following shows the 
nunber who work part-time to accommodate their child care needs 
coRpared to the total number who work part-time. 

Part-Time For Total Number 

Child Care Needs Part-Times/Tandems 

4 5 

6 24 

4 14 

2 3 

4 5 

0 120 (in*2nnittents) 

0 3 
7-8 15 

° I 

? . 

Aprox. 50 67 

fln^n cv Survftv Ouest1onna1re- "Are there types of positions In your 
agency Sat coulo conce^vab iy^be performed on a job-sharing, tandem 
arrangement that are not now?" 

26 - Yes 
3 - No 
3 " Unknown 

Many of the agencies Indicated that nonmanagement/supervisory and 
cleJ-lSl posJtlons would be the most likely to be appropriate for 
job-sharlng/tapdem assignments. 

Agency Surv^ay Ouestionnalrt "Are there positions that could not? 
Explain why.^ 

Almost all agencies Indicated there were positions that could not 
be^rfonned'on a job-shtr1ng/tand« arrangement. The fst frequently 
glvS response was management/supervisory positions as it is felt 
these require continuity and effectiveness would be reduced. 

U. FLEXIBLE WORK SCHEOaES 
MaHt System Rules 
356-15-095 nexible Time Scnedules 

Each aaency shall develop one or more flex-time schedules, all of 
Slch cSSln riquIrS fixed core hours of work, and each of which 
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requires regular starting and quitting times other than 8 a.m. to 
5 p.m., subject to the following conditions: 

(1) No such schedules need be established If the agency head 
determines that such schedules would Impede service to the 
public or Impede the sgency In accanpllshing its mission. 

(2) The agency may assign or reassign any employee or group of 
employees to any such schedule, subject to provisions of MSR 
356.15-090. 

(3) Employees may request assignment to flex- time schedules and 
the employing agency may «^rant or deny such assignment. 

(4) Flex-time schedules arfectlng employees in a certified bargaining 
unit must be negotiated with the exclusive representative. 

Agency Survey Questionnaire— "Has your agency establlsned flexible 
work schedules unaer the provisions of MSR 356-15-095? If so, 
please list them an'f provide the approximate number of employees 
using them?" 

27 - Yes 
3 - No 

2 « Developing policy 

Not all of the agencies provided the actual work schedules and 
statistics on their use. However, the following work schedules 
were given. 

(1 hr. lunch) 
1/2 hr. lunch) 
1 hr. lunch) 
1/2 hr. lunch) 
1 hr. lunch) 
1/2 hr. lunch) 
1/2 hr. lunch) 
1 hr. lunch) 
no lunch) 
,1/2 hr. lunch) 
1 hr. lunch) 

Statistics on use, where provided, range from Just a handful of 
employees using flexible schedules to over 500 employees in one 
agency. Host agencies appear to have a wide representation of 
staff utilizing such schedules; with one agency Indicating that 90% 
of their employees work a schedule other than 8:00 a.m. - 5:00 p.m. 

Agency Survey Quest1onna1re- -"If posilble, please estimate the 
number of employees who work flexible work schedules to accommodate 
their child care needs " 

Most agencies were unable to determine the nunber of erployees who 
work a flexible schedule in order to meet their child care needs. 



6:30 a.m. 




3:30 p.m. 


7:00 a .ma 




3:30 p.m. 


7:00 a.m. 




4:00 p.m. 


7:30 a.m. 




4:00 p.m. 


7:30 a.m. 




4:30 p.m. 


8:00 a.m. 




4:30 p.m. 


8:30 a .in. 




5:00 p.m. 


8:30 a.m. 




5:30 p.m. 


9:00 a.in. 




5:00 p.m. 


9:C0 a.m. 




5:30 p.m. 


9:00 a.in. 




6:00 p.m. 



1^ 
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The following shows the number of those who could make an estimation. 



Estimated Number 
of Employees Using 
Rex-Time for Child 
Care Reasons 



Total Employees 
Using Flex-Time 



32 
1 
1 
6 
1 

10 
19 
2 

22 



72 
214 
8 
5 

15 
4 

37 
132 

47 

62 



Agency Sur ' ^y Questionnaire— 'What problems. If any, have these 
flexiDie ' ' K schedules created for your agency?" 

Sixteen agencies using flexible work schedules report no problems. 
The following outlines the problems four In the other agencies. 

- Need for supervision at other than 8 to 5 hours of employment 
and more difficult to provide 8 to 5 coverage all the time. 

- Coverage and client contact. This Is particularly true when 
we provide ser/ices to other agencies or Interface with private 
sector entities who work "regular" hours. 

- Problems include questions which arise concerning specific 
work one person m«y be assigned or requests for information 
from the public. Problems also arise when an employee calls 
in sick or takes annual leave, with the remaining employees in 
that section being flexible work sch^ule employees. For the 
most part, those problems are minim&i. 

- Some problems in regard to lack of supervision In the early 
morning hours preceding 8:00 a.m. 

- In large units, it is hard to keep track of staff, especially 
to ensure no unauthorized overtime (an issue with the Fair 
Labor Standards Act). Also, when the workday extends more 
then eight hours, there isn't adequate supervisory coverage 
during all non-core hours. Finall. , manv employees may work 
the same schedule (i.e., early schedule ror summer months) 
which would limit availability to serve the public during some 
business hours (e.g., late afternoon). 

- One section h^d a problem with a lack of supervisory coverage 
during early flex-time hours. Adjustment of schedules resolved 
this problem. Another problem Involved employees who came to 
work at different schedules, and tended to disturb others who 
were working. This has also been resolved. 
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- Some problems experienced are: difflcilty In locating Infonna* 
tlon after 3:30 p.m.; arranging meetings; Inability to prove 
tardiness or nonproductlvlty for those employees on early 
schedules; poo^ ase of supervisory time needed to h9';d1e 
nonsupervl sory duties v^en subordinate staff are not there; 
and the assuaptlon by employees that a flex-time schedule Is a 
right rather than a privilege. 

- Minor supervision hassles* recordkeeping, and public telephone 
coverage can be difficult. 

- In a high- volume office « these working the 8 to 5 schedule 
assume tiw ijorkload of flex-time employees In their absence. 

- Problems ar1{>e where employees In the same office arrive and 
depart from work at d.'fferent times* Such arrangements make 
It difficult for supervisors to ensure punctuality and also 
detract from productivity by Increasing the length of the 
greeting/coffee period at the start of the work shift. 

- GRployees who develop poor work habits may be required to work 
an 8-5 workweek while wloser supervision Is needed. 

FLEXIBLE WORKPLACE/LOCATIONS 

Agency Survey Questionnaire— "Does your agency utilize any flexible 
workplace/location options^ If so, please describe them and provide 
statistics on their use." 

6 - Y3S 
26 « No 

The following conments were provided by the agencies that have 
utilized flexible workplace/location options. 

- Nearly all of our field employees work out of their ^omes and 
set their own schedules. With the Increased use of PC's that 
can tie Into the Prime, our biologists are finding their 
required time In the office reduced, and their location options 
Increased. 

- Have had several cases where, oue to Illness, disability, or 
childbirth, the employee took a personal computer home and did 
work there. This will probably Increase In the future as the 
technology Improves. We also have "dial up" terminals which 
allow the user to dial Into the mainframe and access these 
applications whldi he/she would normally use In the office. 

- One employee works out of home on a re''ular basis. Other 
employees may also work out of their homes on an Intermittent 
basis. 

- Oy the nature of our field operations, many employees have a 
geographic area as their workplace rather than an office or 



agency facility. They begin their workday by getting Into an 
agency vehicle parked outside their home. Have no flexible 
workplace/location options for anployees who are not part of 
our field operation. 

- Qiployees may be allowed to work at home. Have several data 
processing personnel with computer terminals In their homes, 
and one professional who reports to the office once a week to 
pick up naterfals. Also, employees recovering from surgef7 or 
a major Illness nay be allowed to work at home, provided they 
are dependable employees. All are required to maintain time 
sheets to record hours of work. 

- Half-time works out of home. This employee has everything at 
hone— personal computer, files, phone. Works from 8 a.m. to 
noon, calls In every day. If leaves, phone calls are forwarded 
to office. Requires Increased coordination and planning with 
office. 

Agency Survey Questionnaire— "If your agency has not considered 
f lexiole workpiace/locations, are there types of positions that 
might be able to utilize such a concept? Please describe." 

Most agencies Indicated that, for the most part, they could not 
utilize the flexible workplace/location option. Rationale provided 
follows. 

- Mission of the agency does not lend Itself to flexible workplace/ 
locations since a large majority of employees work within 
correctional facll 1 ties/ Institutions . 

- Have not considered this concept as most positions provide 
direct service to clients/public. 

- Due to the high use of personal computers and reference to 
data on file In the Commissioner's Office, flexible workplace/ 
locations are not feasible. 

- Because of the nature of the department's responsibilities, 
flexible workplace/locations would not be applicable. 

- The number of agency pcaonnel and the mandated operational 
requirements placed on agency preclude such options. 

The few that felt this option might be possible primarily indicated 
that It could conceivably only be used by clerical, word processing 
and data processing. 

AGENCY OPINION OF ACCOHMODATION OF CURRENT RULES 

Agency Survey Questionnaire— "Does your agency believe the existing 
MSr's provide adequate accomodation to working parents to meet 
their child care needs?" 

20 « Yes 
12 • No 
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Of the twelve who believe the MSR's do not provide adequate accomnio- 
datlon, nany indicated they had supported previously suggested rule 
changes. In addition) the following Input v<as provided. 

- httam'ity care should be allowed, maximum 7 days. 

- They are particularly restrictive with respect to the husband's 
sick leave for the wife's maternity and childbirth. 

- Believe that a rule to allow employees one day a month leave 
for insurance coverage is desirabTe. At present, this Is left 
'CO the discretion of the agency. 

COMMUNICATION OF PERSONNEL RULES 

Agency Surrey Questionnal"' -"How are your employees Informed about 
existing provisions In the MSR' s?" 

There were as many varied answers to this question as there are 
agencies. Each agency approaches this in Its own particular fashion. 
A sampling of various methods used is given below; some agencies 
Indicated they utilize more than one of the methods. 

- "Wei COM to State Service' booklet 

- Upon request for information 

• New ak.|)1oyee orientation program 

• Employee/staff handbook (agency unique) 

- Agency newsletter 

- NenoranduRS/correspondence to staff 

- Meetings 

• Enployees encouraged to ask specific questions of supervisors. 

personnel and payroll officers 

- Distribution of Merit System Rules 

- Agency policies/procedures manuals 

- Provide supervisory training 

- Through union representatives 

• Hanagcnc.it meetings; managers then relate Information to 

envloyees 

• Training workshops 

- Copies of MSR's available for review throughout agency 

• Changes posted on agency bulletin boards 

Agency Survey Questionna1re« "*Are all of your agency managers/ 
supervisors informed of these provisions? How?" 

An agencies indicate their managers/supervisors are Informed of 
the provisions. Examples of the methods given are listed below. 

- Sane fashion as employees are Informed 

• Annual meetings with all supervisors 

- All currently employed managers have been In system long 

enough to have encountered Newborn-Adoptive Child Care situ- 
ation; they check with personnel officer when aii employee 
approaches them 




- Top and nid-level managers have copies of MSR s 

- Personnel Managers Handbook 

- Written guidance on MSR Interpretations 

ADOITIOHAL A6EMCY SU6G5STI0NS/C0NCERNS FOR LEGISLATURE 

Aaency Sur vev Questionnaire— 'Are there ifly additional suggestions 
or concerns your agency would 11!:e to have conveyed to the legislature 
through this study?" 

Additional Infonaatlon pry.Jded by the agencies Is given below. 

- Like to eaphaslze that we strongly believe some provisions 
should be made whereby an eaployee **o must have a break in 
service to accoModate child care situations has access to 
reenter the systaa with as little disruption to their career 
as possible. He believe the establlshiae t of a separate 
reqister and the continuation of seniority would be two steps 
toward comcting this situation. Since quite frequently the 
general reciployient register is not used by agencies «4ien 
hiring, soMone who has had to temlnate dus to child care 
frequently has to attempt to reenter state service through an 
enS? level position. This results In lany over-qualified 
people competing for entry-level positions which In turn 
results in a high turnover rate. Therefore, we feel It Is 
appropriate to make whatever changes possible to correct this 
situation. 

- Flex-time should be a mandatory offering to staff. 

- Perhaps additional assistance In providing day care facilities 
or financial assistance for day care. 

- Employee child care centers should be established In locations 
where multiple state agency operations exist If there Is a 
doMnd fbr such services. Child care centers having Z4-hour 
schedule should also be considered to accommodate working 
parents/single parents who are working or may wish to work on 
ishlft otiSr than th#! 8:00 cm. to 5:00 p.m. day shift. If 
state government wants to attract and retain qualified employees. 
It must consider .workforce trends that clearly Indlcat* competi- 
tive oaployers are addressing child care needs. 

- More child care centers fbr state anployees should be established 
In locations convenient to the work locations. Costs should 

be borne by the people who use then. 

- Encourage more Information/availability of a state-sponsored 
day care center at reasonable fees based on the Income of the 
parent(s). Stress belief that the best resolution to the 
DTObloi of child day care Is to suppor* a state-sponsored day 
cart center that Is reliable, reasonable, and that parents an 
have confidence In the quality of care provided for each 
child. 
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This survey does not address all of the child care needs of 
fill 1 -time employees. Some may be addressed as a follovnip to 
the chfid care center demonstration project. However, child 
care In the workplace may become an Issue. We had one request 
by a mother to take care of a young Infant In the workplace. 
A young Infant sleeps a good part of the time. In one office, 
school -age children use a conference roan as a study hall while 
waiting for their parents to finish the workday and then take 
then home. 

State-sponsored chfid care should not be mandated unless the 
legislature Is willing tc subsidize 1t> Such child care 
should be administered only with stringent controls, monitoring 
and extensive background Investigation of child care staff. 

Continue to study and subsequently Implcnent state "supported" 
day care centers. Parents/guardians should be charged a 
monthly fee relative to the total family Income. 

Child care subsidy. 

Child care centers more strategically located, especially 
for children under two years of age. 
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lOYEE INPUT 



As part of th« study. In order to gain employee Input, the department 
held three ■browi-bag* discussion sessions on Capitol Campus. These 
sessions were Intended to provide employees an opportunity to share 
their Ideas, concerns, and suggestions with the Legislature. 

The fonowing suwarlzes the coBBients and questions as they were presented 
In those sessions. This section also Includes comments received through 
Individuals contacting the department's Special Prog.^s Coordinator 
directly. 

Aoencv Application of Mertt Svstaa Rules 

- While the Merit System Rules (MSR's) may be somewhat flexible, some 
Individual agencies/offices nay be applying them too stringently. 

- The acwcle* are not applying the MSR's In a consistent fashion. 
An exMple cited Is that many agencies allow exhaustion of all 
accrued sick leave during Newborn-Adoptive Child Care Leave Without 
Pay; while others do not. Even within some agencies this particular 
rule 1$ applied Inconsistently by different offices. Many employees 
felt this Inequity should be eliminated through a rule cange to 
allow total use of accuwilated sick leave by all agencies. (Some 
emplovtcs felt that If parent employees are allowed to use all sick 
leave durtng Mewbom-Adoptlve Child Care Leave Without Pay, perhaps 
all other employees who teke Leave Without Pay absences should also 
be allowed unlimited sick leave usage.) 

- Some agencies ensure that employees who take Newborn-Adoptive Child 
Care Leave Without Pay return to the same job, others do not. 
Employees felt this should be an absolute right of return. 

- Employ«« question If all agencies are aware of exactly what Is 
available and allowable by the MSR's. 

. It is felt that there really Is no certain way gr employees to 
find out what Is available or allowable by the MSR's. In some 
agendas you ask around; you may get inaccurate infonnatlon front 
3perv1so>$/manager$; and when you continue to "dig" into It further 
other possibilities may come to your attention. 

Child Care Leave 

- When an «iploy*»« resigns to care for young children, seniority 
should be reinstated when they become reemployed with the State or. 
perhaps, after a certain period of reemployment. There should be a 
limit on the length of resignation In order to gain seniority 
credit, but no length of time ms defined. 

- A suggestion was made to allow employes who have taken Newborn- 
Adoptive Child Care Leave Without Pay to voluntarily pay into the 
Retirsiwit Syst« for such leave and have It count toward their 
retirement time. 

Gl 



Tandw/Part-Tlme Employment 



- It was pointed out that tandem/part-time employment presents a 
unique problem In that PERS Plan 2 (Retirement System) employees 
must work at least 90 hours a month to receive retirement credit. 
Since aost tandem arrangements are a 50-50 split, which normally 
amounts to about 80 hours per lAonth, this may be a disincentive to 
employees. Legislative change was recommended. 

- Some employees felt the State should offer an automatic option 
after six months of Newborn-Adoptive Child Care Leave Without Pay 
for SRploytes to return to part-time employment (up to SOS). 

- Tandem employment costs an agency twice the amount for employee 
benefits. Mariy agencies, who might otherwise be willing to offer 
such arrangements to their employees, simply cannot afford to. Is 
there some way to give agencies a break so they would be better 
able to offer tandem employment arrangements? 

Flexible Work Schedules 

- There Is a need for more flexible work hours. While some agencies 
may have several different start-end times, they don't allow for 
flexible schedules where employees work 40 hours per week, but on 
their own schedule. "Let me work as I need to so long as I put In 
40 hours." Agencies don't seem to be allowing this, even for 
Exception work period employees. This kind of real flex-time would 
be an advantage to the employees. 

- Many agencies have not even implemented staggered start-end times; 
or certain parts of some agencies don't offer this option. 

- The suggestion was macte that the State (and all other employing 
entities) should consider the 35-hour work week; King Coun^ has 
gone to this with good results. 

Leave Provisions 

- Parents of young children need more sick leave. Perhaps the State 
should allow parents m accrue sick leave at an accelerated rate; 
to "buy* sick leave on future work time; to transfer sick leave 
from one parent to another? 

- Suggestion that perhaps the system should provide a new kind of 
leave altogether; not sick or annual. This raised many questions 
in a group discussion— what about other employee groups who need 
additional leave (e.g., disabled persons)? At what age do you stop 
giving this leave? Is it discriminatory against persons without 
children? (Some persons felt strongly that the State should be 
able to give additional benefits to women for child care reasons 
regardless of whether it appears discriminatory or not. Our future 
is our children and we need to recognize that and make provisions 
as a society.) 



- A suggestlof. *as made to give six ^eeks of £a1d leave for Newbom- 
AdStlJe Child Care. (GrSup Indicated this couldn't J«t be provided 
to waaen, however, that It would have to be for both parents.) 

- Qaployees who have only teaporary/eraergency appointments do not 
accrue vacation leave; suggestion was made that they should. 

- A suggestion was made that the system should provide more sick 
leave for all employees on the same basis as «"Ploy««« "J™*.^^ 
annual leave; the amount earned grows based on length of service. 

Benefits 

- Various benefits options could be offered (cafeterla-sjyle benefits) 
ISerTiiiployees chSose frua a list of benefits those tbey want. An 
option could be additional sick leave-some might choose that for 
Slid «re purposes, others might choose It for totally different 
nMSonr(e.g.7pe«OTal Illness, care of aging parent); but tJiat 
W4y the State tiobld not be discriminating. 

- Idea of offering day care "chlts'-ln various amounts, like tuition 
reimbursement, paid back by the State. 

- Deduction of day care expenses from salaries so the employee won't 
have to pay taxes on that amount. 

- Need a way to guarantee continuing benefits (medical Insurance. 

1nS«nce. long-ten. disability, etc.). during Leave H thout 
Pay without thi neS to cane back Into pay status. A suMfJ^o" ^ 
2^ madethat deductions be taken out In advance, since one day per 
Snth Sckin pay status may not cover all benefits depending on 
the employee's voluntary deductions. 

Agency SuDPOrt 

- Some agencies are simply not as supportive as others. Some ^^gencles 
a^4mte little flexibility and seem to penalize f PljyjfiJ^^,,.^ 
thel^chlld care needs; w^.lle others are very helpful and accommodating, 

- With budget and a*i1n1 strati ve concerns, etc.. It seems that accomno- 
daSnTeiployee child care needs are a very low priority for most 
agencies. 

- Employees are encouraged that Governor Gardner "Requested this 
leg slaSon. and th^Tare f^ncouraged by his covening of the Day 
cSe Task F^rce; hoSver. vhe general feeling expressed was the 
Svernor's suppirt needs to be better communicated to agency directors. 

- Top agency managw^it must be educated regarding the child care 
dlleM ficlnglorklng parenti. Managers are "Ij**!!!^^,?*.?*^/^'' 
whatlsn't needed; therefore, they must be convinced that It Is 

needed* 



- Thers does not appear to be an adequate sharing of Infonnatlon 
betMeen agencies. Some agencies who have successfully used, say, 
part-tlM/tandem employment, should be sharing this so others might 
be encouraged to do so. 

Day Care— Provision 

- The State's day care ollot project Is too small. It does not 
accommodate enough State employees' children. 

- Many questions were raised regarding the site selection for the day 
care pilot project and why there aren't more such projects. There 
Mere camnents m^le that Nhen the State leased all the Plum Street 
buildings (Olympla), a child care facility should have been placed 
there. 

- Rates at the pilot project center are prohibitive; many State 
employees cannot afford the fees. 

- Suggestion made to run the pilot project center as a nonprofit 
organization to enable It to charge lower rates. 

• There ws a general feeling expressed that the legislation requiring 
the Department of General Administration to conduct a feasibility 
study of providing space for day care In or near state-owned or 
leased facilities (HB 163S) was a positive step by the Legislature. 

- For persons desiring part-time employment, the cost of day care can 
be prohibitive. No;;t day care providers (Including the State's 
pilot project) will accept children on a part-time basis, but 
charge at the full-time rate. Employees expressed a concern that 
the State Is supporting the pilot project and yet It will not take 
part-time children without charging full rates. 

- Problems were noted In finding qualify child care at reasonable 
prices— tind In getting children Into such programs due to the 
waiting lists. 

- Suggestion that perhaps the State should have a program to subsidize 
the cost of child care. The State, In effect, subsidizes other 
kinds of benefits (e.g., employee parking), so why not child care? 

• One employee provided an example of a working parent's income less 
rent and daycare costs, along with what this Individual would 
receive on public assistance and with food stamps. In the example 
provided, the Individual would have more money each month on assist- 
ance by not having to pay child care costs. The employee brings up 
the question, 'Why work when one would be almost better off not?", 
and noted that anything that can be done for single working parents. 
State employees or otherwise, would be a vast Improvement. 

- Given the low rates paid to child care providers, suggested that 
perhaps the State should operate Its own child care program and 
hire State OR^Ioyees at more reasonable salaries to adnlnlster 
quail Of child care. 



. A question was raised as to why the public schools aren't bjlnj 
used for school age children for before and after school and susnmer 
vacation care. 

- Sone employees feel that the Department of Social and "wUh Services 
(OSHS) should be made aware of how many day care alternatives they 
lire eliminating due to their licensing regulations. It fs noted 
that due to the stringency of these regulations, many potential 
providers cannot afford to ready a facility, and there was some 
feeling that these regulations are too stringent. 

- DSHS Inspections of day care facilities are not as often as they 
should be which contributes to a lesser quality of day care being 
offered In some licensed facilities. 

Miscellaneous 

- Feeling that the SU.te must be careful not to refer to P|J«9"«";y 
a -disability;- that this term may have negative connotations and 
we need to be as positive as possible, to change attitudes to a 
positive way of thinking. 
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CONCLUSIONS AND RECOMMENDATIONS 

EnployM Input indicates that there ere areas where rule modifications would 
serve to create a «ore supportive atmosphere In which employees could meet 
their child day care needs. 

Based on the Institutions' responses to the survey questionnaire, It Is 
apparent that the majority opinion of those institutions is that the current 
rules and practices adequately acconmodate working parent concerns. 

In order to carry out tiie directive of EHB 1656, and to ensure greater 
consistency In the application of rules pertinent to working parent concerns, 
staff will propose to the Higher Education Personnel Board that rules be 
aodlfied to include the following concepts: 

Allow sick laave use to care for an ill chfld; i.e. beyond providing 
ianedlate necessary care in an emergency situation. 

Allow sick leave use for non* Illness related child care emergencies; l.a. 
absence of regular care provider. 

An absence resulting from a child care emergency may be charged to accrued 
sick leave, vacation leave, compensatory time, or leave of absence without 
pay. Such use of vacation leave, leave of absence without pay, and 
compensatory time will not require prior approval by the employing 
official. 

Leave of absence without pay may .d to either parent for newborn 

and adoptive child care. 

For purposes of maternity leave , use of accrued vacation leave and leave 
of absence wiCiout pay shall be granted for the duration of the disability 
per.^ if the employee has not accrued sufficient sick leave. The length 
of the disability period shall be defined. 

Establish flex-time schedules and offer schedule options to employees 
where feasible. 

^-iJddress flexible work place opportunltes. This may encourage greater 
\ utilisation of such option?. 

Define job sharing arrangements. This will serve to Increase employee 
awareness of a possible alternative to full-time employment. 

State higher education personnel law, RCtf 28B.16.090, states that rules "shall 
be acted on only after the board has given twenty days' notice to, and 
considered proposals from, employee representatives and institutions or 
related boarda affected." The Higher Education Personnel Board is thus 
precluded by law from adopting rules of its own volition without considering 
system input. Therefore, the final outcome of the above proposals will 
reflect this participatory style of rule development. ! 

A more supportive atmosphere for working parents could be further enhanced 
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through tlw MCablishiMnC of Institutional policies which sllow parents to 
meto end receive phone cell, for family probleas (not Just dire emergencies) . 
SUCH telephone access may well reduce stress caused by parental concerns. 

The following Innovations In employer provided child care benefits may be 
wortlqr of the Uglslature's consideration: 

Parent Seminars 

Seminars which focus on spending (jualltty time with om's family, managing work 
and ira^ly responsibilities, locating quality child care, and identifying 
eoinunity resources for working parents could be held on-site during 
•flqploTeos' lunch breaks. 

Child Care Information/Referral Service 

Theday caro licensing agency could publish a booklet listing and describing 
service* available in eomwmitles. Personnel offices could then provide chls 
information to Interested employees. In addition to providing employees with a 
listing of child care providers, a referral service could also screen child 
care «^cions in order to tailor the options to the needs of the employee; i.e. 
fees, hours, type of care. etc. 

Voucherg 

Some P«ronr« are nost in need of financial assistance to aid in paying for 
dependable services. The cost of child care could be subsidized by providing 
vouchers for partial payment to a licensed care provider. Vouchers could be a 
componene of a flexible benefits plan. 

Flexible Benefits 

Flexible benefit plans allow employees to choose from among various benefit 
options, allowing employees to design a package which better serves individual 
neede. Benefit options could include child care services or vouchers 
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CONCLUSIONS AND RECOMMENDATIONS 



Based on review of the statutes and rules, responses to the agency 
survey questionnaire, and the Input from State employees, have reached 
some conclusions and, where appropriate, have made recommendations. 

It should be noted that while the data from the agencies represents a 
large proportion of the employers, the employee Input portion Includes 
only a minute percentage of the State employee population. 

Additionally, while we have attempted to outline the major Items/Issues 
of concern In this portion of the report, the entire Input as provided 
should be closely examined for other Issues, concerns, practices, etc. 



LEAVE FOR CHILD CARE REASONS 

-The Civil Service Law, 41.06 RCW, authorizes the State Personnel 
Board to adopt rules concerning leave; It doe-^ not specifically 
address leave for child care reasons. The Board has adopted several 
Merit System Rules pertaining to the use of paid and unpaid l<»ave 
for child care. 

-The Rules allow agencies to grant up to six months unpaid leave for 
Newborn-Adoptive Child Care (MSR 356-18-150). also ^H'^' 

a general twelve-month leave without pay (MSR 356-18-140) that 
could be used In ad^nion to the specific six-month Newborn-Adoptive 
Child Care leave. Potential ly, then, an employee could use 18 
months of unpaid leave to care for his/her child. 

-Most agencies are flexible In granting employees the amount of 
leave requested. The length of leave has varied from as little as 
one work day to six months. 

-Most agencies and employees are not aware of the additional twelve- 
month leave without pay option permitted by the Rules. This could 
conceivably have caused employees to resign to stay at home with 
their children beyond six months, thereby losing their former 
seniority «'>on resignation. 

-Maiy requests for child care leave without pay are for less than 
the six-month maxlmun (most probably due to economic reasons). 

Reco mmendation ; The Rules appear to be adequate In this area; however, 

the data suggests the agencies and employees need to De 

better Informed of the option available to request/grant 
an additional leave without pay beyond the six-month 
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child care Kave, thereby potentially allowing employees 
an 18-month leave without loss of previous seniority. 
Reconmend the Department of Personnel take steps to 
ensure this provision Is understood by agencies/employees. 



PAID SICK LEAVE USE IN CONJUNCTION WITH LEAVE WITHOUT PAY 

-llie Rules allOM the use of paid sick leave for disability due to 
pregnancy/childbirth, a 1 for the Illness, Injury, or preventative 
health care of the employee and members of -de employee's household. 

-Some agencies allow unlimited use of sick leave in conjunction with 
Newborn-Adoptive Child Care leave without pay. 

-Most agencies allow use of sick leave only during periods of actual 
disability. Illness, -stc. 

-Agencies have differing views of what constitutes ■disability" due 
to childbirth (e.g., 4-6 weeks, only the time in hospital, etc.). 

-Some physicians issue medical statements for natural mothers of 
newborns, while others do not; this results in obvious fnco' .en- 
cies in use of sick leave. 

-There is a mixed response from the agencies as to whether employees 
shoulo Le able to utilize accrued sick leave in conjunction with 
Newborn-Adoptive Child Care leave 'bsent any disability or illness. 

-Discrimination issues ra^y be raised by allowing such unlimited use 
of sick leave to only one group of employees. 

RecoBwendation ; There are obvious discrepancies in the allowance of paid 
sick leave use in conjunction with leave without pay. 
The Department of Personr?l intends to propose a revision 
to the Merit System Rules to clarify the conditions under 
which sick leave currently can and cannot be used. 



PAID LEAVE TO PROVIDE FDR INSURANCE BENEFIT PAYMENT 

-Employees on leave without pay (regardless of the reason for the 
leave) do not receive! State-paid insurance benefits. 

-Almost all agencies allow employees on New':)m-Adopt1ve Child Care 
leave without pay to return to paid leave, at least one day per 
month, to ensure their employee insurance benefits are paid by the 
employer. 

•The existing provisions allow employees to use their accrued vaca- 
tion leave in conju..ct1on with unpaid child care leave. 

-Some employees believe benefits should be paid during leaves without 
pay without the employee returning to paid leave. 
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Recomnendat^on: Recnt ^nd no change to current provisions; .lowever, the 

Department will take action to ensure this provision Is 

conmunlcated to all agencies and employees. 



SENIORITY ACCRUAL DURING NEW BORN-ADOPTIVE CHILD C^RE LEAVE 

-The Rules do not allow employees to accrue seniority while on 
NeiAom-Adoptlve Child Care leave. Seniority continues to accrue 
on certain other types of leave without pay such as educational 
leave. 

-Approximately one-half of the responding agencies favor seniority 
accrual during Newborn-Adoptive Child Care Leave and believe such 
leave Is as Important to the State as the other types of leave 
that do allow seniority credit accrual. 

-Agencies opposing this a'-rrual have legitimate --easons for their 
Sposltlon (e.g., Inequal treatment for others who take leaves, 
seniority should reflect time worked, etc.). 

R ecoBwendatlon ; A study of other public and private employers' practices 
should be conducted to detennlne how the State compares. 

SICK LEAVE USE FOR EMERGENCY CHILD CARE 

-The Rules allow the granting of paid sick leave for emergency care 
of a child In the custody of and residing In the home of an employee. 
The Rule Indicates such leave will "normally" be limited to one day 
per Incident and th-ee days per calendar year, unless extended by 
the appointing authority* 

-Most agencies are flexible In administering this provision. 

-Employee Input does not suggest a problem with the Rule. 

Recom mendation ; There does not appear to be any substantial reason to 

propose changes to the current Rules. Recommend no 

change. 

PRIORITY REEMPLOYMENT OF EMPLOYEES WHO RESIGN FOR CH ILD CARE REASONS 

-The Rules do not provide for priority reemployment of those who 
resigned from State service for child care purposes and now wish to 
return. Such persons are treated equally to those who resigned for 
reasons other than child care. 

-A majority of the agencies oppose creation of a new register to 
allow such employees priority reemployment opportunities. 
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-Many acfencles feel all employees who resign shoulc* be treated 
equally for reemployment. 

-Employee Input did not suggest a need for priority reemployment. 

Reconroenddtlon : There does not appear to be substantial rationale to 

provide priority reemployment opportunities for emp'.jyees 
who resign fo' child care reasors. Many employees have 
other compelling reasc..s to resign (e.g., care for dying 
parent, critical Illness of family members, etc.), and 
should have equal access back to State employment. 



REINSTATEMEHT OF SENIORITY UPON REEMPLOYMENT 

-The rules currently do not allow for the reinstatement of seniority 
when a former employee re-enters State service. 

-Approximately one-half of the responding agencies oppose reinstatement 
of seniority upon reemployment. 

-Mar^ of the agencies supporting this cor.:ept feel that .11 persons 
who are reemployed should have their seniority reinstated. 

Recommendation ; Recommend no change to the current provisions. While 
reinstatement of seniority upon reemployment would be 
of benefit to employees who ^^slgn for child care 
reasonSr there are mny other compelling reasons for 
resignation. Additionally, such reinstatement could 
cause problems In a reductlon-ln-force situation. 



TANDEM/PART-TIME EMPLOYMENT 

-The Rules clearly allow for part-time employment (I.e., less than 
40 hours/week) and tandem employment (Job-sharing). 

-Agencies appear to be flexible In arranging for part-time employment; 
there are hundreds of part-time employees In the Merit System. 

-Tandem employment Is r.ot In widespread use among agencies. Many 
Indicated that only limited kinds of positions lended themselves to 
tandem employment. 

-Tandem employment may create fiscal problems for agencies due to 
the need to p^ full employee benefits for each employee. The 
OeparfMRt of Personnel has considered the notion of a prorated 
Insurance system for employees who work other t.*ian full-time. 
Such an approach would cause multiple Insurance packages bas^Kj 
on the amount of time wor;«ed. It Is felt such i system would 
require a change In law, would be quite costly to administer, 
an'i may have an adverse effect on premium rates. 
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-Tanden anployment creates a problem for employees due to a Retirement 
Syst« (PERS Plan 2) requirement to work at 90. "o^^^a month 
to rece ve retirement credit. The Department of Retiranent System 
StlTthlt changing this requirement would require a statutory revi- 
sion and would mean Increased costs to the State as it would be 
making contributions to the ret1rei»«nt system for employees not 
currently covered. 

Recoramendatlon : Recommend no change to existing provisions. 

FLEXIBLE WORK SCHEDULES 

-RCW 41.04 and the Merit System Rules require agencies to adopt 
Solicit providing for the use of flex-time. The Rules reoul re 
that the flex-time schedules contain mandatory core work hours and 
starting and quitting times of other than the normal o A.m. to 
I pja. alpl'- 'Ing agencies have the discretion to grant or deny 
employees* requests for flex-time. 

-Most aaencles have developed flex-time schedules with various 
comblMtlons of start-end times, ranging from 6:30 a.m. - 3:30 p.m. 
J?9:00 i.m. -6:00 p.m. A large number of employees presently use 
such flex-time schedules. 

-Some agencies experience various difficulties with the flex-time 
concept; commonly concerning supervisory coverage. 

-The use of 'oure' flexible work schedules, where employees work 40 
hMiM Mr week In any fashion that meets their needs, does not 
S^pSrlS S offSrS^y the agencies. Pure flex-time might better 
accoomodate employees' child care needs. 

Recoranendatlon: The Federal Fair Labor Standards Act. and the Merit 
Recommenqatio i governing employee work schedu es. would 

nZkethe use of "pure^ flexible work schedules virtually 
Impossible for all but "Exception- work period ejployees. 
In addition, agencies would experience greater difficulty 
in managing o'-ograms and delivering services with such 
scheduling fl^ibility. Recommend no change to the 
current provisions. 

FLEXIBLE HORItPLACE/LOCATIONS 

-The Rules are silent on tha istue of flexible workplace. Therefore, 
the Mlovinq agency has the discretion to allow an employee to 
iS?k^ h5n?»^ther than in the office (or some other flex-place 
arrangement). 

-Few agencies utilize such options. Most agencies do not feel such 
options are workable or feasible. 
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-The agencies that have utilized flexible workplace/ locations have 
done so on a limited basis, e.g., field employees who have few 
office duties work out of rheir homes; data processing personnel 
who have conputer terminals In their homes. 

-Employee Input did not suggest a demand for such options. 

Recommendation ; It appears that, where they can, agencies have attempted 
to accommodate onployee needs. However, many functions 
cannot be performed awjyr from the usual designated work 
site. Tuere Is an expressed feeling that with the In- 
creased use of personal computers, such options may 
became more prevalent. 

The-e Is currently no specific mention of flexible work- 
place/locations In the Merit System Rules. The Department 
of Personnel will propose addition of a definition In the 
Merit System Rules to encourage more agencies to consider 
these options where appropriate. 



COMMUWICATIOH OF PERSONNEL RULES TO EMPLOYEES/MANAGERS 

-At present, there Is no centralized on-going effort to Inform/ 
educate employeci and managers of the provisions In the Merit 
System Rules that specifically address working parents' child care 
concerns. 

-Agencies utilize a variety of methods to Inform their employees and 
supervisors/managers of the personnel rules. 

-Seme agencies have no consistent process for Informing staff, but 
rely on the employees to request specific information. 

-Employee Input suggests that enployees have no guaranteed way of 
knowing what options are available to them under the Merit System 
Rules. 

Recommendation ; There Is a need to ensure all employees, supervisors, 
and managers are aware of the provisions of the Merit 
System Rules. While agency discretion is normally 
authorized, employees should still be aware of the 
options available to then under the Rules so they may 
present requests to their agency management. Recommend 
a brochure or other written material be designed by the 
Department of Personnel to be share with all employees 
on a routine basis. Also, recommend that OOP, in consul- 
tation with the other agencies, offer short courses to 
educate employees of their "child care" options under 
the Rules. 
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INFORMATION AND REFERRAL SERVICES 

-Currently, there are connunlty-based organizations in various 
locations throughout the State that offer information and referral 
services within their comnunities. A plan for a network of day 
care resource and refei ."al services was included in the Department 
of Social and Health Services' application for Federal funds avail- 
able through PL 98-558. The plan Includes creation of a day care 
network and snail seed grans to community-based resource and 
referral programs. 

-The need for infonoation and referral services '<id not surface 
through eaployee Input. Rather, the need fbr quality care at 
reasonable rates was a key issue raised. 

-A report from the Institute for Public Policy (see "Other Related 
Studies" on page 37) will more completely address Information and 
Referral Services and their benefits to both employees and employers. 

Reco awendation ; Recommend any statute or rule changes be pended for 
' further study of the DSHS resource and referral network 

plan and the report of the literature review by the 

Institute for Public Policy. 



DAY CARE-FACILITIES/SUBSIDIES 

Since the legislation required a study of pertinent statutes and rules 
of our sy^tai, the Department of Personnel did not specifically address 
the provision of day care in its study. However, many concerns and 
suggestions were expressed By both the agencies and employees in relation 
to the State's involvement in day care. While the complete information 
supplied is included in the text of the study, the following summarizes 
the key ideas expressed. 

-Suggestions were made that employee child care centers should be 
established in locations where State agency operations exist if 
there is a denand for such services. Such centers should tiave 
24-hour schedules to accommodate all shifts rather than just 
8:00 a.m. - 5:00 p.m. and rates should be ^ased on family income. 

-Due to the low rates currently paid to child care providers, suy- 
oestions were made that oerhaps the State should operate its own 
child care program and hire State employees at more reasonable 
salaries to admlnis^r quality child care. 

-It was suggested that the State should subsidize the cost of child 
care fbr Its employees. 

-Public schools should be used to provide before and after school 
and vacation care for school-age children. 
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OTHER RaATEL STUDIES 



While the scope of this study did not include an extensive review of 
literature relating to eaployer-provided child care benefits, a report 
is available fron the Inst'^te for Public Policy of The Evergreen 
State College. 

Additionally, the slx-ounth evaluation report of the Washington State 
Eaployees Child Care Oenonstratlon Project, as established In RCW 41.04, 
kfas conpleted by the Oepartnenc of Personnel In September. This report 
has been shared with the Legislature. Additional copies are available 
by contacting Lou Ann Ounlap, Special Projects Coordinator, Department 
of Personnel. 



SUHMARY 

While there are sooe revisions that can be made to the existing Merit 
Systai Rules, the systen does have a great deal of flexibility In dealing 
with enployee child care concerns. Perhaps the nost apparent result of 
the study Is the need to gain a greater consistency In agency adminis- 
tration of the Rules. Sow agencies appear to doaonstrate great flexi- 
bility In administering the Rules; others demonstrate little. 

Agencies could be further encouraged by the Legislature, the Governor, 
an ; through any other appropriate means, to consider enployee needs to 
the extent possible. Certainly this legislatively-mandated study, in 
large part, has provided some encouragement toward that end. 
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